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I ABSTRACT
German multinational corporations (MNCs) delegate expatriates to their foreign 
subsidiaries to control important markets and ensure the growth of foreign activities. 
MNCs expect the best possible performance of expatriate managers in a different 
cultural setting that often presents unfamiliar working environments as well as social 
and economic contrasts. Such international assignments do not always end in success. 
Failed international transfers to foreign operations continue to challenge MNCs, due to 
the substantial costs associated with expatriate managers' premature returns. Previous 
studies on expatriate failure have focused extensively on American expatriates 
assigned to various foreign destinations, often from an organisational perspective and 
with a bias for quantitative methods. Qualitative research on European expatriate 
managers remains scarce. This investigation focuses on German female expatriate 
managers assigned to two popular, yet culturally different, European expatriation 
destinations -  the United Kingdom and the Russian Federation. In response to the 
growing number of women who choose to accept expatriation, German female 
expatriate failure in international assignments is the focus of the research presented 
here. Qualitative, in-depth research methods are used to explore the personal 
experiences of a select sample of five former expatriates assigned to each of the two 
host countries on long-term international assignments. Narratives from the in-depth 
interviews provide rich descriptions from the German female employee perspective of 
the entire expatriation cycle, from initial selection and preparation to the actual 
assignment period and repatriation. Factors contributing to the decision to withdraw 
from the international assignments in both culturally diverse host countries are then 
compared. The results for both groups show that expatriate failure is a cumulation of 
various factors independent from culture, including multiple missed opportunities to 
properly prepare for adapting to a new culture. Furthermore, the findings suggest that
“expatriate failure", as a descriptive term, is likely to be too narrowly focused on the 
expatriate managers, as they are not necessarily solely responsible for the failure in the 
international assignments. The findings presented here have implications both for 
German MNCs assigning female expatriates to subsidiaries in the UK and Russia, and 
for current and future expatriate managers with positions in these countries. Overall, 
the findings of this investigation reveal new knowledge and opportunities to help 
improve the success of international assignments for both the expatriate manager and 
the employing organisation.
Keywords: culture, female expatriate failure, expatriation, Germany, international 
assignment failure, qualitative analysis, Russia, United Kingdom
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1. Introduction
1.1. Background and Underlying Ideas
increased globalisation has resulted in a strengthened international assignee 
population (Kühlmann & Hutchings, 2010). In order to remain competitive in today's 
international market, a multinational corporation (MNC) faces the growing challenge of 
relying on expatriate managers and international assignments (lAs). These expatriates 
are expected to complete strategically significant tasks in order to overcome a shortage 
of qualified personnel on site (Kühlmann & Hutchings, 2010; Kittler et al., 2011). This 
study focuses on the experiences of German female expatriates in MNCs. Study 
participants were selected for three separate, albeit equally important, reasons. First, 
the experiences of the women considered in this study provide an opportunity to 
investigate expatriation among a non-American sample; a lack of studies for non- 
American samples has previously been noted in the relevant literature (Stahl at a!., 
2000). Second, by focusing on German expatriates, this study provides insight into 
expatriation for one of the leading economic players in the world, which recently ranked 
as the fifth largest economy in the Organisation for Economic Co-operation and 
Development (OECD, 2013). After US companies, German companies are some of the 
largest foreign investors (Jackson, 2012) and, in the past, German MNCs have been 
heavily involved in cross-border alliances, mergers and acquisitions (Stahl & Cerdin, 
2004). Third, a growing number of German managers engage in international activities 
and have increased contact with various cultures worldwide (Kittler at a/., 2011). In this 
context, expatriate managers have become extremely important for MNCs striving to 
compete in widening world markets (Hippier, 2009), and the effectiveness of an MNC is 
“largely dependent on expatriate managers” (Martinko & Douglas, 1999, p. 265), while 
the overall trend of using expatriates in Western MNCs is increasing (Kühlmann & 
Hutchings, 2010).
Key strategic motivations of German MNCs for sending employees abroad are to 
facilitate the exchange of “technical and managerial knowledge, to increase their hiring 
capacity, and to oversee their international branches” (Wirth, 1992, p. 125). By bringing 
an expatriate into an international subsidiary, MNCs seek “to fill local skill gaps, gain 
local market knowledge, and create a network of contact around the globe” (Stahl & 
Cerdin, 2004, p. 888).
There is currently no record of the exact number of expatriates on active international 
assignments, as statistical data is not available on the relative scale of expatriate 
movements. Kühlmann (2007) estimates that the workforce of 100 of the largest 
German companies that operate in foreign countries comprises approximately 60,000 
German expatriates. It is, however, difficult to accurately appraise the number of 
individuals, regardless of home country, who have accepted an international 
assignment (lA).
Scholars have noted a growing number of female expatriate managers, with respect to 
the overall size of the expatriate labour pool (Harrison, E. & Michaelova, 2012; 
Shortland, 2012; Shaw & Rowe, 2012). Studies have provided empirical evidence of 
this trend, identifying a female participation rate in lAs of twenty per cent (Brookfield 
GRS, 2014). The number of German female expatriates is also rising, as more women 
choose to accept I As (Stahl et al., 2000).
The allocation of this workforce is not without costs. According to Brewster (2002), 
“expatriates are among the most expensive human resources in any internationally 
operating organisation” (p. 3). Due to the high costs associated with sending 
employees abroad, MNCs have modified long-term expatriate staffing arrangements to 
manage foreign subsidiaries, by shortening the length of lAs and using a wide array of 
alternatives, such as frequent flyers and global commuter assignees, who travel 
between the home and host countries on a bi-weekly basis (Peppas, 2004; Harzing &
Reiche, 2008).
In addition to expatriation presenting difficulties from the MNC perspective, 
international managers encounter challenges when moving to a country with different 
cultural dimensions and marked social, cultural and economic differences. These 
factors often result in a significant rate of expatriate failure (Christensen & Harzing, 
2004; Reiche & Harzing, 2009). Expatriate failure rates are commonly cited as being 
between fifteen and 40 per cent for Americans (Reiche & Harzing, 2009) and some 
twenty per cent for European MNCs (Harzing, 2004). To gain a better understanding of 
the reasons why expatriate failure rates have recently decreased in German MNCs, 
Tungli & Peiperl (2009) concluded that improved selection criteria and training help 
expatriates to succeed. Nevertheless, in German MNCs, an estimated one in fourteen 
international assignments are counted as failures (Tungli & Peiperl, 2009). Although 
the accuracy of the figures is debatable, lA failure adds to the costs accrued by 
organisations when using expatriates to fulfil their labour needs in foreign subsidiaries. 
These costs could be avoided, and research to help reduce expatriate failure in the 
host country is warranted. Graf (2004a) postulates that direct costs for each failed 
assignment range from $200,000 up to $1.2 million, depending on the host country, the 
expatriate's position in the subsidiary and the number of accompanying family 
members.
Stahl (1998) estimates that early returnees from German MNCs cost the companies 
three to four times the expatriates’ annual income, not including indirect costs, such as 
loss of market share and disrupted relations with host country colleagues and clients.
In addition, scholars, such as Mendenhall & Oddou (1985, p. 39) cite effects such as 
“management performance, productivity in the international operation, client relations 
and operations efficiency” as countable costs in international assignment failure.
A more recent study by Tungli & Peiperl (2009) revealed that a non-completed
international assignment costs the organisation an average of $198,000. Similar figures 
have been confirmed by other scholars (for example, Insch & Daniels, 2002; Littrell et 
al., 2006). It clearly remains challenging for German MNCs to reduce expatriate failure 
rates. Organisations need to ensure that expatriates are provided with the necessary 
skills to fulfil the responsibility of their expatriate role up to the expected date of 
completion. As MNCs seek out the means to increase their global competitiveness, the 
number of long-term international assignments -  and the risks associated with them -  
is expected to increase (Brookfield GRS, 2012, 2013, 2014). As such, this study 
focuses on how organisations could improve their ability to facilitate successful 
expatriate experiences. It highlights the traditional long-term assignment, which 
requires an expatriate to spend time in a foreign country for at least one year or longer, 
presenting a unique set of challenges. To assess how organisations and expatriates 
approach international assignments, German female expatriate experience is 
considered for the present case study, highlighting the difficulties expatriate managers 
face in terms of international assignments.
Intensive, quantitative studies have been performed, based on data obtained from 
interviews and surveys of human resource executives, to isolate the factors responsible 
for expatriate failure in MNCs from an American organisational perspective, primarily 
(Hays, 1971, 1974; Tung, 1981, 1982, 1987; Harvey, 1985; Mendenhall & Oddou,
1985; Black, 1988; Black & Stephens, 1989; Stone, 1991; Caligiuri et a i, 1999; Insch & 
Daniels, 2002). Whilst this organisational-level information is important, it is also 
necessary to understand individual expatriate experiences (Richardson & McKenna, 
2006). Currently, there is scant research on why German female expatriate managers 
fail I As, based on their personal perspectives.
However, studies by Lindner, O'Reilly and Gruszynski have presented case studies of 
German expatriates working worldwide, in Ireland and in Hong Kong, respectively 
(Lindner, 1999; O'Reilly, 2003; Gruszynski, 2007). Previous research into German
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expatriation has focused on male German samples. The perspective of German female 
international managers abroad has yet to be empirically explored (Harrison, E. & 
Michaelova, 2012). Given the problems of generalising findings and conclusions from 
research a) conducted from the organisational perspective, b) based on other national 
cultures (mainly US American), and c) conducted on male samples, as well as the 
problem of generalising from one national culture to another (Hofstede, 2001), this 
study proposes that an exploration of the factors leading to the international 
assignment failure of German female expatriate managers is an important area for 
further research.
German female expatriates working for MNCs in the United Kingdom (UK) and in the 
Russian Federation (Russia) were selected for this study, as both countries are of 
major strategic importance for the internationalising strategies of German MNCs 
(Geppert et a i, 2003; Kittler et al., 2011). Large numbers of German expatriates are 
transferred to foreign countries to manage foreign operations (Stahl & Cerdin, 2004). 
The UK has become Germany's largest partner in foreign trade (Deutsche 
Bundesbank, 2012), and was one of Europe's top destinations for Foreign Direct 
Investment (FDI) projects in 2012 (Ernest & Young, 2013). It is also a global finance 
centre, with numerous expatriates working in the banking and financial services sector. 
In general, the UK is one of the most frequently selected destinations for German 
expatriation (Brookfield GRS, 2008-2014; Dickmann, 2012).
Over the past two decades, Russia has shown the potential for substantial future 
growth and, therefore, has developed an unprecedented rate of internationalisation 
through the establishment of new ventures since the fall of communism in 1989 (Kittler 
et a i, 2011). Since then, MNCs have continuously assigned an increasing number of 
expatriates to fill leadership positions and establish subsidiary operations in Russia 
(Kittler et a i, 2011). Companies from the US, Germany and France were the top 
investors in Russia in 2012 (Ernest & Young, 2013). German investment in Russia has
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doubled since the year 2000, and is further expected to be on the rise, with Moscow 
and St. Petersburg attracting the largest number of FDI projects (Ernest & Young, 
2013).
The choice to study expatriate failure in the UK and Russia was dictated by the fact 
that both countries share high rates of German expatriation and share similar numbers 
of expatriate failure in lAs (Brookfield GRS, 2012-2014). This provides a relevant basis 
for comparing German female expatriate experiences, and for analysing the factors 
that play a role in lA failure in countries with similar (UK) and dissimilar (Russia) 
cultural environments with respect to that of Germany (Selmer, 2007; Vromans et al., 
2013).
Differences in national cultural values, the general and business environments, work 
perceptions and relations with host country colleagues often create challenges for 
female expatriates in remaining in the host country (Littrel et al., 2006; Reiche & 
Harzing, 2009; Tungli & Peiperl, 2009).
Building on previous research on European female expatriates (e.g. Linehan, 2001), 
this study is one of only a few to examine premature assignment termination with 
respect to different national cultural perspectives (i.e. German females). To support the 
predominant organisational perspective reported by human resource (HR) managers 
on expatriate practices, a non-HR viewpoint told from the employee perspective was 
chosen for analysis in the present study. Under the assumption that expatriate failure 
could be prevented, the purpose of this study is to conduct a thorough investigation of 
the factors that contribute to and account for female expatriate failure in I As. The 
following section presents the research aim and the objectives of this study. These 
have been developed based on knowledge gaps identified in the existing expatriate 
management literature (see Chapter 2 for pertinent literature references).
1.2. Research Aim and Objectives
In the previous section, it was pointed out that little research has been undertaken from 
the employee perspective to identify the influential factors that contribute to female 
expatriate failure. Based on these observations, the overall aim of this thesis is to 
explore the reasons why German female expatriate managers fail international 
assignments in the UK and Russia, and to extend the current knowledge that might be 
useful in minimising future costly expatriate failure.
The primary aim will be approached from three research objectives, all of which reflect 
the current lack of empirical research into German expatriation practices. These 
objectives are:
• To identify the factors that influenced the decision of a sample of 
German female expatriates to withdraw from an international 
assignment.
• To investigate the extent to which these factors were similar or different 
for those German female expatriates in the sample who were 
expatriated to the UK and to Russia.
• To offer practical guidance based on the results to aid MNCs in 
preventing female expatriate failure.
1.3. Research Approach and Research Questions
The empirical research design is essential for studying personal experiences. To 
uncover why female expatriate failure occurs, a suitable research strategy is needed. 
The choice of research design for the present study was a small-scale, qualitative 
investigation, based on in-depth, one-to-one, semi-structured interviews with a sample 
of German female expatriate managers, using an interview schedule developed from 
previous reports in the literature review. Given the exploratory character of this study.
no hypotheses were generated a priori. Instead, this research sought to “illuminate 
reasons for, foster understanding of, and allow the extrapolation of the results for 
similar situations” (Hoepfl, 1997, cited in Golafshani, 2003, p. 600). Three research 
questions were formulated to guide the empirical research process in exploring 
personal experiences and the role that national culture plays in expatriate failure. 
Accordingly, previous research results underscore the idea that lA failure can be 
caused by several factors, particularly the inability of the expatriate's accompanying 
family to adjust to the new environment, and the expatriate manager's lack of 
adjustment to work and to the host country culture (Stone, 1991 ; Mendenhall & Oddou, 
1985; Littrel et ai., 2006; Reiche & Harzing, 2009; Tungli & Peiperl, 2009). Although 
these factors pertain to expatriate adjustment once in the host country, an lA consists 
of three distinct phases: 1) the initial selection and preparation; 2) the actual 
assignment period; and 3) repatriating to the home country (Reiche & Harzing, 2009). 
Therefore, it is also important to find out about the factors that allow expatriates to 
make the necessary adjustments for living and working productively in a different 
culture (e.g. the parent company, the host company and host country nationals), as 
Gruszynski (2007) warns.
Prior research into expatriation increased the understanding of international 
assignment failure from the organisational perspective, and factors leading to 
expatriate failure have been remarkably consistent over recent decades. However, 
studies have offered relatively little insight into female expatriate failure. Thus, for this 
investigation, three research questions (RQ) were addressed:
RQ1 : How do German female expatriate managers express the factors that lead
to premature assignment termination in the UK and Russia?
Scholars highlight the existing differences between the national cultural values of the 
participants’ home country, Germany, and the two host countries, the UK and Russia
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(Schwartz, 1994; Hofstede, 2009). This choice of host countries provides a rational 
basis for comparing expatriate experiences in a culturally similar and a culturally 
dissimilar host country (Selmer, 2007; Vromans etal., 2013), in order to further the 
understanding of why higher levels of international assignment failure occur for some 
host countries and not for others (Brookfield GRS, 2011-2014).
Accordingly, a culturally-oriented question was generated;
RQ2: How are these factors influenced by the national cultural 
differences between the home and host countries?
Until now, few attempts have been made to investigate appropriate ways to enhance 
the expatriate's ability to be successful in international assignments (Breiden, 2004; 
Hardy, 2012). In light of this fact, a third research question was addressed:
RQ3: What are German female expatriates’ suggestions for helping to 
lower expatriate failure rates?
These research questions guided this study in its attempts to build upon the existing 
expatriate management literature.
2. Literature Review
2.1. Introduction
This thesis explores the role that cultural differences play in international assignment 
failure, a phenomenon that appears independent of nationalities (Harzing & 
Christensen, 2004). In order to provide new insight, the study seeks to theoretically and 
empirically explain the phenomenon of German female expatriate failure in 
international assignments, in the context of two countries: the UK and Russia. 
Characteristic of both countries is that a number of international assignments results in 
the voluntary return of expatriate managers from their positions and their subsequent 
early repatriation (Tungli & Peiperl, 2009). This chapter reviews the existing literature 
on expatriation and the factors responsible for international assignment failure. It 
begins by providing an overview of the role that national culture plays in adapting to a 
new international setting, followed by the identification of what it means to be an 
expatriate manager. The factors that affect an expatriate’s motivation to remain abroad 
are then explored for each phase of the expatriation cycle, from the initial selection and 
preparation to the actual assignment period and repatriation (Reiche & Harzing, 2009). 
The chapter concludes by highlighting the current understanding of expatriation and the 
experience of expatriates with regards to international assignments in the UK and 
Russia. The review underlines the need to conduct research on expatriate failure with 
female samples as a means to advance the understanding of why female expatriate 
managers fail in international assignments, especially in terms of the role that national 
cultural differences play in an expatriate’s adaptation to the host country.
2.2. The Expatriate Workforce
The global market requires Multinational Corporations (MNCs) to establish 
subsidiaries. In order to remain competitive, companies often send employees to 
manage and lead international divisions. Such employees who are sent abroad as part
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of an lA are identified under the umbrella term “expatriate” (Aycan, 1997). The vague 
nature of the term “expatriate” is also reflected in expatriate research, comprising a 
broad range of definitions of the generic concept “expatriate”, and several formal 
definitions.
In the late eighteenth century, an expatriate was a person who “was driven or banished 
from his or her native land” (Cox, 2005, p. 343). In modern usage, Cox (2005) 
illustrates that the term expatriate is generally used to refer to “a person who voluntarily 
withdraws from his/her native country or renounces his or her national allegiance” (p. 
343). In this context, the expatriate is referred to as an individual who resides abroad, 
in any country other than the country in which he/she was raised. In a more specialised 
context, the term expatriate denotes a person who leaves for a specific purpose, 
usually job-related. For instance, Sinangil & Ones (2001) define expatriates as 
individuals who “go international to accomplish a job related goal” (p. 425). Other 
scholars highlight the idea that the essential quality of an expatriate is the expatriate's 
specific institutional role. Adler (1984, p. 79) notes that expatriates often act in a 
“professional or managerial capacity” in a foreign country. Pucik & Saba (1998) add an 
additional consideration: the expatriate is a manager, “an executive who is able to 
assume a leadership position fulfilling international assignments across countries and 
cultures” (p. 41). This implies that being an expatriate does not only relate to living 
abroad, but also requires the ability to move between cultures, emphasising the cultural 
aspect that might potentially affect the expatriate's ability to fulfil international 
assignments.
Friedman & Antal (2005), echoing Singer (1998), suggest that “people function in a 
cross-cultural way whenever they communicate with another individual” (p. 74). An 
expatriate who is given an international assignment is part of a cross-cultural 
experience. As such, in the field of expatriate research, scholars emphasise that the 
expatriate’s ability to cross-culturally adjust to unfamiliar living and working
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environments is pertinent to the outcome of an lA (Littrell et al., 2006; Russell, 2007; 
Reiche & Harzing, 2009).
Throughout this dissertation, the terms “expatriate” and “expatriate manager” will be 
used to refer to employees relocating internationally, and working in a management 
position in an MNC fo ra  contracted period of time (Linehan, 2002; Reiche & Harzing, 
2009). Expatriation pertains to both the context of living in a foreign country and, more 
importantly, being situated in a different culture. Following Pucik & Saba's (1998) lead, 
this study considers expatriation in terms of individuals who face varying degrees of 
interaction with a foreign culture as part of their job abroad (Caligiuri & Paul, 2009). 
Expatriation therefore requires an employee to adapt to a new national cultural setting, 
which is often more than a mere superficial adjustment to a new environment. Instead, 
expatriates are confronted with cultural differences both at their place of employment 
and in their everyday lives abroad, and their ability to adjust to their new setting is 
essential for understanding the expatriate experience (Caligiuri & Paul, 2009).
2.3. A Definition of Expatriate Failure
If an expatriate is unable to adjust to realities in the host country or loses faith in the 
home country, he/she might choose to end the assignment early. This is termed 
“expatriate failure”, a term that is regularly applied to the phenomenon of an expatriate 
manager returning early from an lA (Tung, 1981; Adler, 1984; Black & Gregersen, 
1999; Harzing & Christensen, 2004; Linehan & Scullion, 2004; Dowling etal., 2008). 
Furthermore, the term “expatriate failure” is predominantly used by organisations to 
communicate international resourcing problems without listing reasons (Harzing & 
Christensen, 2004).
Expatriate failure is an established concept in the expatriation literature; therefore, 
several attempts have been made to define expatriate failure, although no universally 
accepted definition of expatriate failure exists (Naumann, 1992; Mendenhall & Oddou,
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1985; Harvey & Wiese, 1998; Littrell etal., 2006). Scholars have therefore attempted to 
classify expatriate failure. For instance, Harzing & Christensen (2004) extract five core 
categories of failure: “premature end of assignment, premature end of assignment 
caused by a reason, underperformance or similar during the assignment, repatriation 
problems, and end of employment after repatriation” (p. 619). Regardless, the potential 
for expatriate failure emerges during the actual assignment but remains a reality up 
until repatriation. It seems that, given Harzing & Christensen's (2004) categories of 
failure, expatriate failure in lAs can occur regardless of the phase the expatriate 
manager is situated in, and is therefore an omnipresent reality throughout the entire 
expatriate experience.
The current study uses the terms “expatriate failure” or “international assignment 
failure” to denote premature assignment termination or the non-completion of an lA. 
Although the parent organisation might consider premature assignment termination as 
expatriate failure, the expatriate manager might not necessarily share the same point of 
view and vice versa. It is therefore important to consider the subjective nature of 
“expatriate failure” and maintain a more open view of what it means for an expatriate to 
leave an lA at his own request. The following section describes the role that culture 
plays in expatriation, by highlighting what culture means for expatriates, by considering 
scholarly approaches to national cultural differences and, finally, by reconstructing how 
scholars approach national culture and expatriation.
2.4. Defining Culture
The existing literature on culture is vast. As Hancock et ai. (2007) illustrate, a review of 
how scholars have approached culture would require “more than a lifetime to undertake 
and more than several lifetimes to read and comprehend” (p. 8). In the 1950s, Kroeber 
& Kluckhohn (1952) found that more than 150 definitions of the term “culture” were 
already available. As the term is used by multiple disciplines, including linguistics.
13
anthropology, sociology, psychology and communication studies, among others that 
consider culture pertinent to their field of study, it seems safe to assume that the 
number of existing definitions has countlessly grown as the term is used in a multitude 
of contexts.
Given this complexity, in order to foster a broader understanding of culture in 
expatriation, it is important to consider culture in the context of international 
assignments. In its simplest form, Kluckhohn (1958) identifies that “the essential core of 
culture consists of traditional (i.e. historically derived and selected) ideas and 
especially, their attached values” (p. 473). Other scholars add that culture is far more 
than simple personality, but also denotes the shared values and behaviours that 
individuals learn through socialisation (Ebster-Groz & Pugh, 1996). The assumed 
impact of national culture is best captured by Leung et al. (2005), defining national 
culture as “values, beliefs, norms, and behavioural patterns of a national group” (p.
357). This definition reflects the fact that each country or region has unique 
characteristics, within which the international manager faces challenges when working 
in a different national cultural environment.
Despite the diversity of meaning, the above-mentioned definitions seem to anchor on 
values and attitudes. In this context, culture can be defined, to use Kluckhohn's terms, 
as personality that distinguishes society based on “traditions, values and beliefs” that 
drive behaviour, and influence and affect human beings on all levels at all times 
(Kluckhohn, 1958, p. 473). In the same way that personality differs from individual to 
individual, culture is therefore a dynamic entity that differs across nationalities. The 
effect that culture has on individuals is also important for the context of this study. The 
differences between traditions, values and beliefs can directly influence the outcome of 
an international assignment (Caligiuri, 2000). Furthermore, some researchers propose 
that the greater the difference between the culture of origin and the host culture, the 
more difficult it will be for expatriates to adjust and perform their duties abroad (Kittler
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et a/.. 2011).
2.5. National Cultural Frameworks and Theoretical Starting Points
National culture has been found to have a significant impact on cross-cultural 
management practices (Hofstede, 2001). Scholars, such as Ybema & Byun (2009), 
have contributed studies about cross-cultural communication by comparing people 
from different cultures. They identify the fact that significant cultural differences can 
complicate relationships between the host country culture and newcomers. As such, 
this section identifies approaches to national cultural differences in terms of scholarly 
conceptualisations of how cultural differences can be assessed.
In order to provide an understanding of British and Russian cultural values (as host 
countries), and how these are similar or dissimilar to the cultural values of Germany 
(home country), three cultural theories that help shed light on how national cultural 
differences can be explained are summarised here. First, Hall's (1989) cultural 
dimensions are used to identify differences between high-context cultures and low- 
context cultures, in terms of context, space and time. This is followed by Hofstede's 
(1980, 1991) oft-cited types of national cultural dimensions, which identify power 
distance, uncertainty avoidance, individualism/collectivism, gender and duration as key 
factors in cultural integration. Finally, the cultural dimensions of Schwartz (1994), which 
focus on the role of specific characteristics such as harmony, egalitarianism, 
intellectual and affective autonomy, mastery, hierarchy and conservatism, are 
considered in terms of how these factors affect culture in various national contexts. 
These three frameworks highlight the differences between national cultures in cross- 
cultural contexts, explain how they differ, and consider how such differences can be 
measured and compared. Each framework uses national cultural typologies, and 
collectively they provide equally robust models of work-related cultural values, which 
describe cultural variation across the world by using a set of ultimate value dimensions
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(Holden, 2002; Kittler etal., 2011). The findings of the three cultural studies are 
presented in Figures 1 and 2 and in Table 1. Cultural frameworks prove helpful in order 
to provide an understanding of how differing British and Russian cultural values affect 
German female expatriate managers in international assignments.
2.5.1. Hall’s Framework
The communication scientist Hall (1989, p.12) states that “culture is communication”, 
and he determines cultural differences by assessing different communication styles. 
Hall (1989) uses an emic approach to identify how cultures influence how people think 
and act by approaching culture from the inside. A significant part of his research deals 
with “context”, which he defines as the totality of information concerning an event and 
the classification of cultures on the basis of context levels -  i.e. the distinction between 
“high-context” (HC) and “low-context” (LC) (Hall, 1989, p. 127). In this context. Hall 
(1989; also see Gudykunst et al., 1996) describes low-context communication as 
characterised by the fact that most of the information is included in the transmitted 
message, whereas high-context communication relies on pre-existing knowledge. 
Consequently, LC communication is explicit and direct and can be understood by 
outsiders, while the implicit, indirect and often symbolic HC communication is mostly 
understood only by the members of a community (Hall, 1989). Hall’s (1976) culture 
categories offer a suitable starting point to expatriation in internationally operating 
businesses, because they link culture and communication. The analysis of culture- 
specific context levels, in particular, provides important insights, which expatriate 
managers can use for guidance in the respective communication cultures. Using 
implicit, emotional and symbolic communication is advantageous in HC cultures, while, 
in LC cultures, nationalities are expected to use explicit, objective and direct 
communication. In LC cultures, relatively few distinctions are made between insiders 
and outsiders. People raised in such cultures may not expect as much from other 
people as those raised in HC cultures. LC cultures may, however, be open to
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manipulation (Hall, 1989). In LC cultures, communication is often detailed (Gudykunst 
et al., 1996) and this should, in turn, assist an outsider’s integration into the culture, as 
its rules are seemingly clearly defined. In contrast, in HC cultures, values and norms 
are only implicitly observable, and the group holds more value than the individual (Hall, 
1989). Figure 1 summarises a section of countries pertaining to LC cultures and HC 
cultures, as proposed by Hall (1989).
Low-Context Cultures Hlgh-Context Cultures
The tr»i»TKt*ed message is signKcant
ExpWdt code requires NtUe knowledge 
of a situaBon
Conwnunicahon is more deWHed, 
redundancies lead k) slower 
transmission
DiMusion re^XMisibMy
' The setBr% and context are significant
' Prior knowledge or programming is 
needed
' Commimication is fast and efficient 
'  Pers(malrBs;x)nsibHity
Examples
Germany
Switzerland
ScavBnavia
BrAaW* France Russia
Japan
China
Figure 1: LC cultures vs. HC cultures
Source: Adopted from Breiden (2004, p. 31), based on Hall (1989)
Hall (1976) empirically assessed both Germany and the UK as being located on a low- 
context level according to this classification system, whereby culture is defined in 
explicit terminology and the individual is greater than the group. It can therefore be 
concluded that, for intercultural communication in a German-British context, the explicit, 
direct, information-rich communication style that is typical for LC cultures is appropriate. 
However, the differences between the two countries, with Germany ranking close to the 
bottom end of the context scale and the UK ranking in the lower third, should not be 
disregarded. This is reflected, for instance, in the fact that even the rather direct British 
perceive the forthright German communication style as “blunt”. The explicit nature of
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German culture is noticeable in its preference for written documents for communication 
(Rugman & Collinson, 2009) and German people’s desire to have less personal contact 
with each other. In contrast, in HC cultures, such as in Russia, a lower amount of 
explicit information is transmitted (Kittler et al., 2011). As such, culture is only implicitly 
observable, and the group holds more value than the individual (Hall, 1989). According 
to Hall (1976), a HC communication or “message is one, in which most of the 
information is either in the physical context or internalized in the person, while very little 
is in the coded, explicit, transmitted part of the message” (p. 91). A connection between 
Hall’s culture-specific context levels and Hofstede’s individualism/collectivism 
dimension is often drawn, because collectivism and HC cultures, as well as 
individualism and LC cultures, seemingly correlate with each other. This is because in 
collectivistic cultures, such as Russia, much of the relevant information is shared 
through close personal contact, so that, in contrast to individualistic cultures (such as 
Germany and the UK), information does not have to be explicitly communicated. 
However, German female expatriates coming from an LC culture, and who are 
unfamiliar with the hidden cues embedded in an HC culture such as Russia, cannot 
easily gain the insights needed to communicate effectively. Hall’s framework is based 
on empirical observation; however, knowledge about Hall's famework can help to 
facilitate communication across cultures.
2.5.2. Hofstede’s National Cultural Framework
Hofstede’s (1980a, 1991) model of national cultural dimensions further highlights how 
national cultural characteristics may complicate expatriates’ cultural adaptation. 
Schneider & Barsoux (2003) credit Hofstede’s work as being “one of the most 
important studies, which attempted to establish the impact of culture differences on 
management” (p. 87). Additionally, Koen (2005) argues that Hofstede is the only 
scholar who considers culture at both the national and organisational level. Hofstede 
(1991) follows an etic, science-oriented approach, in which he clusters cultural
18
variability in universal dimensions, rooted in similarities and differences observed in 
different behaviours across national cultures (Gudykunst & Ting-Toomey, 1996).
Beginning with the idea of culture itself, Hofstede (1980a) notes that culture could be 
defined as the “interactive aggregate of common characteristics that influence a human 
group's response to its environment” (p. 25). Accordingly, “culture determines the 
identity of a human group in the same way as personality determines the identity of an 
individual” (Hofstede, 1980a, p. 25). Hofstede uses a bottom-up approach to build his 
theory. Using an ecological factor analysis to approach his large-scale survey, scores 
are aggregated and national-level average numbers (indicators) are identified.
Hofstede (1980a) thus identifies four socio-cultural dimensions of national cultural- and 
work-related values, and maps countries accordingly in terms of power distance (PDI), 
uncertainty avoidance (UAI), individualism-collectivism (IDV) and masculinity-femininity 
(MAS).'
Hofstede (2001) defines the first dimension, power distance, as “the extent to which a 
society accepts the fact that power in institutions and organisations is distributed 
unequally” (p. 82). Human inequality, according to Hofstede (2001), is the basic issue 
of societies, thus each society handles human inequality in different ways. He 
concluded that PDI is, to some “considerable extent”, determined by national culture 
(Hofstede, 2001, p. 83).
Uncertainty avoidance refers to “the extent to which a society feels threatened by 
uncertain and ambiguous situations and tries to avoid these situations by providing 
greater career stability, establishing more formal rules, not tolerating deviant ideas and
 ^ Hofstede (1997) later added long-term orientation vs. short-term orientation, which had 
originally been referred to as “confucian dynamism”. This elem ent is used to describe a 
country's time horizon, with long-term oriented societies generally finding value in the future, 
while societies with short-term orientation tend to focus on the past and the present.
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behaviours, and believing in absolute truths and the attainment of expertise” (Hofstede, 
1980, p. 45). It is an essential element for understanding differences between national 
cultures (Holden, 2002). UAI relates to the degree to which “members of a culture feel 
threatened by uncertain or unknown situations” and can relate to “intolerance for 
uncertainty and ambiguity” (Hofstede, 1991, p. 113).
The third dimension relates to individualism (IDV), with collectivism on the opposite 
pole. An individualistic culture is “a loosely knit social framework in which people are 
supposed to take care of themselves and of their immediate families only” (Hofstede, 
1980a, p. 45). In contrast, a collectivistic culture, such as the Russian culture, is 
characterised by “a tight social framework in which people distinguish between 
ingroups and outgroups, they expect their ingroup to look after them, and in exchange 
for that they feel they owe absolute loyalty to it” (Hofstede, 1980a, p. 45).
The final dimension, masculinity (MAS), with femininity on the opposite pole, describes 
the extent to which national cultures differ in terms of particular characteristics. The 
masculinity of a culture relates to “assertiveness, the acquisition of money and things, 
and not caring for others, the quality of life, or people” (Hofstede, 1980a, p. 46). 
Masculinity/femininity furthermore refers to the orientation of a society in terms of 
gender, contrasting strong, masculine societies with caring feminine societies 
(Hofstede, 2001).
The benefit of Hofstede's model is that it is quantitative and comparative in nature, and 
can be used to compare one national culture against another. Table 1 details the 
scores for Germany, the UK and Russia, as identified by Hofstede (2013).
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Dimensions Germany United Kingdom Russia
Hofstede (1980, 2001)
Power Distance (PDI) 35 (low) 35 (low) 93 (high)
Uncertainty Avoidance (UAI) 65 (medium) 35 (low) 95 (high)
Individualism/Collectivism (IDV) 67 (high) 89 (high) 39 (low)
Masculinity/Femininity (MAS) 66 (high) 66 (high) 40 (low)
Table 1: Summary of Hofstede's scores for Germany, the UK and Russia 
Source: Based on Hofstede (2013)
Each of the countries considered in this study rank differently on Hofstede’s scale. 
Hofstede (2001) identifies Germany and the UK as ranking low in power distance, 
whereas Russia is likely to be considered as a high-ranking power distance country. 
The uncertainty avoidance scores for Germany (65) and England (35) are located 
towards the middle of the range (Hofstede, 2001). In contrast, Russia’s high score in 
uncertainty avoidance (95) is identified as a strong characteristic of the Russian 
working culture (Hofstede, 1991). However, Russia rates low on the masculinity scale 
(40), while German and English working cultures (both score 66) are identified as 
highly masculine (Hofstede, 2001).
National cultures that rate low on the power distance scale (e.g. Germany and the 
United Kingdom) generally have a consultative relationship between superiors and 
subordinates (Koen, 2005). In these countries, “privileges and status symbols for 
managers are frowned upon” and the ideal manager is resourceful and democratic 
(Koen, 2005, p. 64). A small proportion of supervisors are present in the workforce and, 
thus, there is a low concentration of authority (Koen, 2005). In contrast, in countries 
with a high concentration of power distance (e.g. Russia), privilege and status symbols 
are ascribed to managers, and there is a high concentration of authority in those further 
up the organisational hierarchy. The “ideal” manager is considered both benevolent 
and paternal, which suggests that close supervision will lead to productive work (Koen, 
2005). In countries with scores that fall towards the middle of the uncertainty avoidance
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spectrum, such as Germany, there is likely to be a tolerance for ambiguity in structures 
and procedures, as well as a strong loyalty to employers, and employees are likely to 
stay for long periods of time with any one employer.
In Russia, the working culture is deeply rooted in a collective mentality, with the belief 
that the firm will take care of employees in the same way that a family would (Bollinger, 
1994). As such, this would further complicate German expatriates’ transition to a 
Russia-based position. In contrast, Germany and England share a highly individualistic 
culture (Hofstede, 2001). In such cultures, treating friends better than other employees 
is considered nepotism and unethical. In countries with an individualistic working 
culture, such as Germany and England, employees often perform best as individuals, 
rather than as team members, whereas in a collectivist culture, such as Russia, 
collective decisions are valued and expected (Koen, 2005). In summary, from the 
analysis of the data, it can be concluded that German female expatriates working in 
different cultures will be challenged by national cultural differences between the home 
and host countries.
2.5.3. Schwartz’s Cultural Values Framework
Schwartz’s (1994) conceptual and operational approach for deriving cultural 
dimensions of values provides an additional framework for describing and comparing 
national cultures. While Hofstede’s (1980a) national cultural framework focuses on the 
impact of culture in organisational contexts, Schwartz (1994) identifies and clusters 
values that are of particular importance for national groups. Similar to Hofstede’s ideas, 
Schwartz (1992) develops his framework using an etic approach. Because he believes 
that cultures “evolve and change overtim e” (Schwartz, 2009, p. 127), his research 
covers 76 cultural groups in 74 countries, and he operationalises value priorities of 
individuals with the Schwartz Value Survey (SVS). Schwartz (1992) generates the 
framework from previous surveys, along with various scientific data, such as scholarly
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research, scholars’ recommendations and values such as social justice, humility, 
creativity, social order and pleasure, which are used to develop 46 values that are 
scaled and rated, leading to the establishment of seven cultural value orientation 
scores (Schwartz, 2009). Schwartz (2009, p. 135) admits that his dimensions show 
“several conceptual similarities” to Hofstede’s. Schwartz’s cultural group values, to 
which national cultures can be compared, are called value types. The value types are 
based on three bipolar dimensions of culture faced by all societies. These include 
affective and intellectual autonomy vs. embeddedness; egalitarianism vs. hierarchy; 
and mastery vs. harmony. Figure 2 displays a theoretical structure of cultural value 
orientations. These dimensions are useful for comparing societies with different 
cultures. The polarities presented by each dimension identify the relationship between 
opposing cultural values.
HARMONY
EMBEDDEDNESS
EGALITARANISM
HIERARCHY
MASTERY
INTELLECTUAL
AUTONOMY AFFECTIVE
AUTONOMY
Figure 2: Theoretical structure of cultural value orientations 
Source; Schwartz (2009, p. 130)
The cultural dimensions of affective and intellectual autonomy vs. embeddedness 
describe expectations about relationships between an individual and a group itself. For 
example, autonomous cultures are those within which people are specified as self- 
reliant, and are further sub-clustered into intellectual autonomy and affective autonomy
23
(Koen, 2005). In an intellectual autonomy society culture, people follow choice and 
intellectual pursuits. Affective autonomy cultures relate to pursuing affectively positive 
experiences" (Schwartz, 1990, p. 27). The relationship between people in the cultural 
dimension of embeddedness characterises societies as being collectively rooted.
These cultures place importance on social order, respect traditions and wisdom, and 
are oriented towards shared goals. These dimensions conceptually overlap with 
Hofstede’s individualism/collectivism (Koen, 2005).
In cultural egalitarianism vs. hierarchy, cultural egalitarianism delineates a society 
within which people are encouraged to recognise one another as moral equals. The 
polar dimension is hierarchy, which results in the unequal distribution of power. Within 
these cultures, people are socialised “to the take hierarchical distribution of roles for 
granted” (Schwartz, 2009, p. 129). The individual is expected to demonstrate deference 
to superiors and, in return, deference is demanded from subordinates. Schwartz’s 
hierarchy vs. egalitarianism is equivalent to Hofstede’s power distance.
Mastery vs. harmony outlines the treatment of individuals’ human and natural 
resources. Harmonious cultures “accept the world as it is” (Koen, 2005, p. 71). The 
polar response is the mastery culture, which Koen (2005) interprets as a cultural 
orientation towards the social environment in the form of exploitation. Within an 
organisational context, a strong orientation towards achievement and success is 
described. The mastery vs. harmony dimension goes back to older work on value 
orientations by Kluckhohn & Strodtbeck (1961).
Schwartz's (1994) empirical data characterises Germany as an intellectual and 
affective autonomy country, high in egalitarianism, but placing low importance on 
hierarchy values. As such, German nationals differ in their value priorities from British 
and Russian nationals, in terms of harmony, egalitarianism and intellectual autonomy.
In this context, high intellectual autonomy is found in Western Europe (Germany),
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where people are independent and adhere to their own intellectual directions. In 
contrast, the UK represents a society that values affective autonomy, whereby people 
cultivate “important values including pleasure, existing life, and varied life” (Schwartz, 
2009, p. 129). In Russia, the relationship between people in the cultural dimension of 
embeddedness identifies that the society is collectively rooted. Other factors identify, 
for example, that German nationals tend to be more egalitarian than their British and 
Russian counterparts. Koen (2005, p. 69) concludes that Schwartz’s framework is a 
“more refined and more complete work” when compared to that of Hofstede, as he 
provides a ranked framework at the social level of analysis.
In summary, the previous paragraphs presented variations in national cultural 
differences, with the help of three cultural frameworks that capture culture-related 
differences in perceptions, norms and practices held by members of different national 
cultures. National cultural differences of German, British and Russian cultures were 
compared to assess the degree of similarity or difference in responses to dimensions in 
national cultural values. From Hall’s and Hofstede’s frameworks, it is clear that 
Germany and the UK share some similarities in the context of what their societies 
expect of their members. Accordingly, in both these countries, greater emphasis is 
placed on the individual. In contrast. Hall’s and Hofstede’s frameworks illustrate that 
there are significant differences between German and Russian national cultures, in 
terms of Russia’s preference for a collective-oriented society.
Contrastingly, Schwartz’s framework indicates that all three countries differ in terms of 
cultural values. For instance, German national culture emphasises the value attached 
to independence, while British and Russian national cultures prefer affective autonomy 
and collectivism, respectively.
Given the differences in national cultures, it seems logical that German female 
expatriates moving to different national cultures would experience differences in values
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and norms, which could factor into how they adjust to new national settings, as the 
following section highlights.
2.6. The impact of National Culture on Expatriation
National culture is of extreme importance for expatriation. A quick glance at the body of 
international expatriation research reveals, for example, the great popularity of 
Hofstede’s (1991, 2000) cultural value framework. The ramifications of the 
understanding of cultural differences, such as in Hofstede's work, are manifold with 
regards to expatriation research. An expatriate moving from one set of cultural 
expectations to another might face difficulties in adjusting to the new, and often 
culturally-determined, demands of the host country. The following section highlights 
how the national culture impacts on expatriation, particularly in terms of expatriate 
failure in international assignments.
The culture of the host country affects the work environment and may also directly 
impact on the expatriate’s cultural adjustment, which Tung (1987) identifies as a major 
reason for expatriate failure. Andreason (2003) proposes that “many management 
skills do not transfer from one country to another and that a manager who performs 
well in the domestic setting may not be able to adapt to managing in a different cultural 
setting or even in living in intimate contact with members of another culture” (p. 44). 
Cultural differences impact on the ability of expatriate mangers to immerse themselves 
and work in a culture different to their own.
Scholars highlight that understanding national cultural differences is a prerequisite in 
cross-cultural collaborations, as poor cultural adaptation leads to uncertainty and 
frustration and can encourage early return (Tung 1987; Jassawalla etal., 2004). Veiga 
et al. (2004) explain that Western managers often fail to deal with cultural differences, 
and that this results in different interpretations of roles, responsibilities and goals. The 
nature of an international assignment requires expatriates to move from their home
26
country and culture to a host country with a different culture. This is a complex 
transition, which should not be underestimated, particularly given the fact that scholars 
have found that distinct differences between countries and cultures cause conflicts that 
are directly attributable to expatriate failure before the official end of an lA (Jassawalla 
et al., 2004; Littrell et al., 2006).
Despite these findings, a great deal of expatriate research ignores cross-national 
cultural differences when studying expatriate experiences (Harrison, E. & Michaelova, 
2012). While much is written about expatriate cross-cultural preparation and the 
development of personnel for lAs (Selmer, 2005; Waxin & Pannacio, 2005; Littrell et 
al., 2006; Caligiuri & Tarique, 2006), research generally fails to produce information 
about expatriate experiences in the host country based on cultural differences and the 
competing demands of adjusting to the local culture and the host country workplace 
(Jassawalla etal., 2004; Harrison, E. & Michaelova, 2012).
More surprisingly, such studies also “lack a cultural perspective” (Brock eta l., 2008, p. 
1239), and this includes overlooking significant factors such as culture shock. Given 
the above-identified cultural dimensions, culture shock is a relevant consideration for 
international assignments. The idea, for example, that a manager coming from an 
individualistic culture, such as Germany or Britain, and moving to a collectivistic culture, 
such as Russia, could experience culture shock when confronted by a new system of 
cultural norms is not surprising and, therefore, must be considered on both the 
organisational and individual levels. Expatriate managers do not seek out an lA with 
the goal of failure; instead, various factors limit their ability to adjust to their new work 
environment, and such difficulties often encourage premature assignment termination.
As a concept, culture shock has been recognised as an “occupational disease 
associated with being transplanted abroad”, since Oberg (1954, para. 2) completed his 
fundamental study of the phenomenon in the 1950s. Reactions to culture shock are
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useful for understanding and predicting the adjustment difficulties that could lead to the 
premature return of expatriates (Andreason, 2003). Adjustment is directly affected by 
cultural factors and can be influenced by either the host country’s national culture or 
the culture of origin.
Oberg (1954) identifies that culture shock occurs over various stages. From the first 
few days and through the first six months represents the “honeymoon” phase, when 
everything is exciting and new (p. 143). After a while, an aggressive attitude towards 
the host country can occur, which Oberg describes as a “kind of a crisis in the disease” 
(Oberg, 1954, p. 143). Either the individual is able to overcome the culture shock or 
he/she leaves, resulting in premature return. If the individual decides to stay, the crisis 
phase is followed by an adjustment phase. During this phase, the person begins to 
understand the host country’s culture and feels more comfortable (Oberg, 1954).
According to Weaver (1994), the probability of experiencing culture shock is almost 100 
per cent. This is likely to be caused by what Oberg (1954, p. 1) depicts, as he argues 
that culture shock is “precipitated by the anxiety that results from losing all our familiar 
signs and symbols of social intercourse”, and it seems only natural that most people 
will be affected by this loss of familiarity.
In terms of this study, culture shock can also be experienced as a reaction to an 
unknown situation by the German female expatriates adjusting to a novel cultural 
environment. Beyond the initial shock, however, it is the expatriate’s ability to adjust to 
new situations that determines whether the lA will be successfully completed. As such, 
international assignments are susceptible to the expatriate's ability to adjust to a new 
cultural setting, and success is determined by particular components of expatriation, 
which are discussed in the following section.
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2.7. Expatriates and International Assignments
According to Altman & Barauch (2012), international assignments are separated into 
two distinct categories: a) self-initiated I As, and b) organisation-initiated lAs. These two 
categories help to shine a new light on why the expatriate managers find themselves in 
a foreign country and can also affect their potential to fulfil an lA. An individual who 
initiates the international transfer on his/her own initiative represents a self-initiated 
expatriate (Jokinen et al., 2008). Scholars illustrate that these individuals are often 
motivated to escape their home country, avoiding, for instance, underemployment or 
limited career possibilities. In recent years, self-initiated lAs have become increasingly 
popular (Suutari & Brewster, 2000; Lee, 2005). Self-initiated expatriates are contracted 
under local conditions and transferred at their own request (Froese & Peltokorpi, 2011). 
Scholars show that self-initiated expatriates are usually younger than organisation-sent 
expatriates. A higher percentage of single women choose the option of pursing lAs on 
all job levels, and there is a considerably large volume of self-initiated expatriates in 
Europe finding their own way in expatriate assignments (Suutaari & Brewster, 2000).
In organisation-initiated I As, expatriates are posted to a foreign country by an 
organisation in order to accomplish a specific job or an organisation-related goal, or 
they are hired on a contractual basis (Harzing, 2001b; Jokinen etal., 2008). 
Organisation-initiated expatriates are usually employed on the managerial level, and 
receive organisational support from the parent company, as well as cross-cultural 
preparation training and logistical support (Hippier, 2009). Although several differences 
in the type of global assignment may be evident, both expatriate types are typically 
treated as a “homogenous population” (Froese & Peltokorpi, 2011, p. 53) and have not 
been distinguished in most expatriation studies.
The length of the lA can also have a direct effect on an expatriate manager’s ability to 
fulfil the terms of the assignment. With the continuing trend for an increased number of
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lAs (KPMG, 2012), the length of time that an expatriate is expected to remain abroad is 
a significant criterion with regards to the international transfers of personnel. Table 2 
gives an overview of the key differences in long-term and short-term international 
assignments (Tahvanainen et al., 2005).
Long-Term International 
Assignm ents
Short-Term International 
Assignm ents
Duration Typically 12-36  months Typically up to 6 or 12 
months
Purpose Filling positions or skills gaps 
Management development 
Organisational development
Skills transfer/problem­
solving
Fam ily’s Position Family joins the assignee 
abroad
The assignee is 
unaccompanied by family
Selection Formal procedures Mostly informal, little 
bureaucracy
Cross-Cultural Training Often provided Typically not provided
Performance Managem ent Based on the assignment As per any other employee
Repatriation Often problematic Mostly unproblematic
Advantages Good relationships with 
colleagues
Constant monitoring
Flexibility 
Simplicity 
Cost effectiveness
Disadvantages Dual-career considerations
Expensive
Less flexible
Taxation
Side effects (alcoholism, high 
divorce rate)
Poor relationships with local 
colleagues
Work permit issues
Table 2: Points of differentiation between long-term and short-term lAs 
Source; Adapted from Tahvanainen et al. (2005, p. 669)
Differences between long-term and short-term assignments from an organisational 
perspective are presented in Table 2. This shows that organisational considerations for 
sending employees abroad vary in terms of the length of the transfer. Short-term 
contracts are usually restricted to between one and twelve months, and the primary 
purpose for short-term transfers are managerial control, skills transfer and problem 
solving, and management development of junior managers (Tahvanainen et al., 2005). 
The selection process for short-term assignments is described as informal, with limited
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bureaucracy (Tahvanainen et al., 2005).
Temporarily adjusting to the host country workplace and a different cultural context can 
be problematic for expatriates with short-term international assignments, as the 
expatriate barely has time to acculturate to the host country environment (Reiche & 
Harzing, 2009). In contrast, the longer an international assignment, the more 
overwhelming it might be for the expatriate manager to adapt to the new environment 
(Tung, 1988). The length of the lA, as illustrated in Table 2, determines the level of 
support an expatriate receives during the lA. An expatriate's ability or willingness to 
adapt to a new cultural setting is often affected by the duration of the lA. Adjusting to 
the host country workplace and a different cultural context can be problematic in terms 
of the duration, as expatriates might have only the bare-minimum amount of time to 
adjust to the host country circumstances, or might feel that committing to a long-term 
stay in the foreign country is an impossible task (Reiche & Harzing, 2009).
An oft-cited factor leading to expatriate failure is cultural adaptation, which scholars 
describe as the expatriates' inability to adjust to the host culture's social and business 
environment (Tung, 1981, 1987; Mendenhall & Oddou, 1985; Black, 1988; Stone,
1991; Shaffer & Harrison, D., 1998; Insch & Daniels, 2002; Tungli & Peiperl, 2009). The 
characteristics of an lA, including reasons for accepting a position abroad, the duration 
of commitment, and how the expatriate experiences the phases of expatriation, play a 
central role in determining expatriate success abroad.
2.8. The Expatriation Cycle
As adjustment occurs throughout the expatriate experience, each stage in expatriation 
can be considered a learning cycle, far shorter than the general stages of an individual 
career (Crocitto & Carraher, 2005). Scholars classify expatriation through three central 
independent phases that constitute an international assignment. Figure 3 shows these 
phases as the focal interest of this investigation.
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Figure 3: Three phases of the expatriation cycle 
Source: Reiche & Harzing (2009, p. 204)
The following sections exam ine selection and preparation followed by the actual 
assignment period and, finally, expatriate repatriation to the hom e country (Reiche & 
Harzing, 2011 , p. 204).
2.8.1. Phase One: Expatriate Selection and Preparation
In research on expatriation, multiple criteria are discussed with regards to finding the 
matching candidate for an international position. In addition, the selection criteria used 
to identify expatriates are docum ented at length (Harris, H. & Brewster, 1999; Graf, 
2004a; Caligiuri & Tarique, 2 006 ). Poor expatriate selection is directly related to 
expatriate failure (Morley, 2003), and several scholars place significant interest on the  
first phase of the expatriation cycle. The key elem ents of the ideal expatriate selection, 
according to Caligiuri & Tarique (2006 ), consist of three com ponents that aid in the  
selection of the best-suited candidate for an lA. The first com ponent occurs prior to and 
during the selection process, w hen realistic expectations of the host country are  
presented to the potential expatriate candidate. Following this, the candidate should 
self-rate the degree to which the lA resonates with his/her personal situation. Finally, 
traditional candidate assessm ent of factors such as personality, language skills and  
prior international experience enhances the organisation’s selection decision (Caligiuri 
& Tarique, 2006). Indeed, the acquisition and transfer of know ledge-based resources  
are essential for m anagem ent (Costanzo & Tzoum pa, 2008 ), and should therefore be 
considered essential for recruitment and the p lacem ent of em ployees in international 
positions abroad.
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Scholars insist that appointing the right people is of central importance for an 
organisation, particularly the degree to which international HR managers relate 
domestic performance to potential international performance when considering the 
appointment (Hill, 2003; Schneider & Barsoux, 2003). Despite these findings, Bonache 
et al. (2001) illustrate that HR departments select expatriates in a “less than organised 
and coherent manner” (p. 9). As there is little agreement about what strategies should 
be applied to select expatriate managers, positions are often simply filled with 
candidates that the international HR manager feels most confident about, without 
regard for the necessary relevant competencies. Caligiuri & Tarique (2005) 
substantiate these findings, noting that HR professionals tend to use informal methods, 
such as relying on a simple recommendation from a supervisor, instead of seeking out 
a candidate who might be able to overcome what scholars have termed institutional 
inconsistencies between the home and host companies (Saka-Helmhout & Geppert, 
2011). Thus, companies tend to send whoever is willing to go abroad, setting 
themselves up for eventual expatriate failure.
Hays’ study notes that the expatriation selection process identifies three factors linked 
to the individual’s ability to successfully complete an lA: “the environmental factors 
associated with the specific national environment to which an expatriate may be 
assigned; the task factors associated with the specific job that is to be performed; and 
the individual factors associated with the make-up and situation of the person being 
considered for expatriate assignment” (Hays, 1974, p. 27). Furthermore, Hays (1974) 
underpins the theory of predicting success and expatriate failure in international 
assignments with the following factors, as presented in Table 3.
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Family • Adaptive and supportive family
• Flexible and interested spouse
Job Ability • Technical skills
• Organisational ability
• Belief in mission
Relational Abilities • Ability to deal with local nationals
• Cultural empathy
Local Environment • Stability
• Amenities available in the local environment
Language Ability • Ability to converse with local nationals
• Read and understand the local language
Table 3: Factors predicting success in international assignee selection 
Source: Based on Hays (1974, p. 33)
Several scholars have investigated the skills necessary for an executive to be effective 
in a cross-cultural setting. With much of the research suggesting that selection criteria 
vary according to the type of organisation and nationality, Schneider & Barsoux (2003) 
propose a long list of criteria essential for managing differences while working abroad, 
and identify “interpersonal-relationship skills, flexibility, linguistic ability, patience and 
respect, motivation to live abroad (cultural curiosity), cultural empathy, tolerance to 
cope with uncertainty and ambiguity, strong sense of oneself (or ego strength), ability 
to adjust and sense of humour” (p. 191 ).
Kittler et al. (2011) propose that local language skills would help to “better 
communicate with the locals and functional communication could reduce potential 
misunderstanding and resulting conflicts” (p. 179). The importance of language is 
reiterated by Schneider & Barsoux (2003) and Caligiuri & Tarique (2005). They 
consider linguistic ability -  or language skills -  a major competence for establishing 
interpersonal contact, and posit that interpersonal-relationship skills are the most 
important for building relationships and for integration into a new environment, and 
might be influenced by the expatriate's motivation to go abroad.
According to Gregersen etal. (1996), expatriation is a powerful developmental
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experience. From the organisational viewpoint, to assign expatriate managers carries a 
great potential for developing human capital and creating competent global leaders 
(Tung, 1998; Black & Gregersen, 1999). Osland (2000) notes that candidates who had 
absolutely no intention of accepting an lA, but were forced by their organisations to do 
so, had significant problems adjusting to the host country culture. An international 
candidate's personal motivation to accept an expatriate position is a prerequisite for a 
successful lA. Missing motivation is considered a factor in expatriate failure (Haines III 
etal., 2006).
From the expatriate’s point of view, the motivation to accept an lA varies. For some, the 
opportunity is considered a chance to prove competence, gain valuable knowledge and 
increase international competencies, while others might look forward to additional 
responsibilities as well as the chance to live in another country (Lazarova & Caligiuri, 
2001). Despite these variances, scholars identify general motivations that are 
applicable to most expatriates. For instance, Stahl et al. (2000) asked German 
expatriates to rank five key personal motives from highest to lowest importance in 
terms of motivation. They found that personal challenge due to greater responsibility, 
the possibility for improved professional development, the importance of the task, 
prospective career opportunities, and the attractiveness of the potential host country 
rank the highest. Stahl et a/.’s (2000) study also illustrates that colleagues, superiors, 
an encouraging partner and anticipated job success have no significant impact on the 
motivation to accept an lA. Cerdin & Le Pargneux (2009) refer to the positive and 
negative motives for going abroad. Positive motives comprise “personal challenge” and 
“professional development” while negative motives are “the individual’s dissatisfaction 
with prevailing home conditions, limited career possibilities within the parent company, 
and desire to escape personal problems” (Cerdin & Le Pargneux, 2009, p. 9).
Underlying the length and type of assignment, the afore-mentioned personal motives 
for accepting the international transfer show what it means for expatriate managers to
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choose an lA. They reveal that personal interest in an lA is important in terms of the 
desire to go abroad, which would require that expatriates would have to overcome 
intercultural obstacles and function as well -  or even better -  than they had in the 
home country. As such, in order to balance the risk, expatriate managers have to be 
motivated to accept a position abroad, and consider it a positive experience instead of 
something that they have to complete.
Preparation comes as a natural continuation to the organisational selection, thus an oft- 
quoted reason for expatriate failure is the expatriates’ inability to adjust (Tungli &
Peiperl, 2009). Expatriate managers need to be prepared by their parent companies to 
be able to cope with significant relocation challenges (Littrell, et al., 2006). Such 
preparation should deal with both the logistics associated with moving and how the 
expatriate could develop skills that would facilitate cultural adjustment once he/she 
arrives in the host country. Scholars have indicated that preparing for cultural 
differences could largely be achieved through the use of cross-cultural preparation 
before expatriation (Littrell, et al., 2006). Despite this, in their review of 25 years of 
cross-cultural training (CCT) and its relevancy for expatriation preparation, Littrell etal. 
(2006) illustrate that empirical research on CCT has only become popular in recent 
decades. As such, little evidence has been generated about how expatriates are 
prepared for cultural differences before they accept a position abroad (Tung, 1982).
Suutari & Brewster (2000) propose the use of CCT at three points in time. They 
recommend pre-departure training, post-arrival training and further training during 
repatriation. Pre-departure training would include preparatory training that ensures that 
the candidate gains the skills necessary for a successful stay abroad, as well as the 
knowledge about the host country that is needed to start the assignment effectively 
upon arrival. The content of pre-departure training should include the basics of the host 
country’s language, to allow the candidate and his/her family (if applicable to the 
situation) to show eagerness in trying to communicate and getting into contact with
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host nationals (Schneider & Barsoux, 2003). Suutari & Brewster (2000) also highlight 
the importancy of familiarising expatriates with cultural-awareness training. Expatriates 
ought to be provided with an orientation briefing on the host country job’s role, as well 
as sensitivity training in knowledge of the country and its culture. Pre-departure training 
should then, according to Suutari & Brewster (2000), be complemented by on-site post­
arrival training, which would further facilitate adaptation to the host country 
environment. Training covering working procedures and training during repatriation 
should prepare the expatriate manager for his/her return to the home country.
Selmer (2001) argues that any form of training could help to overcome culture shock, 
which is experienced by the majority of candidates upon arrival. He advocates the use 
of post-arrival training, arguing that, at that point, the expatriate’s motivation to learn is 
higher, and training seems to be more effective after the expatriate has gone through 
the stages of culture shock. As such, post-arrival training should preferably occur three 
to six months after arrival, as “relationships in the culture of the host country, world­
view, mentality, values, living patterns and social structure” are conveyed during that 
period (Selmer, 2001, p. 52, citing Torbjorn, 1982)
Research on training and the support of expatriates suggests that only a small 
percentage of candidates benefit from CCT, despite the value it can have for expatriate 
adjustment (Insch & Daniels, 2002; Littrell et al., 2006). Shen (2005), citing Hamill 
(1989), reiterates that one of the reasons for lower expatriate failure rates in UK MNCs 
is the greater emphasis placed on pre-departure briefing for both expatriates and their 
families. Furthermore, scholars have found that European MNCs generally tend to 
provide training programmes more often than their American counterparts and, 
therefore, expatriates from EU-based organisations prove to be more successful than 
those from the US (Tung, 1987; Brewster, 1999; Bonache, Brewster & Suutari, 2001).
Scholars such as Forster (2000) argue that the expatriate's inability to adjust to the
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host country may be directly attributable to a lack of preparatory training -  as they lack 
an understanding of cultural sensitivity -  and this could therefore be a primary factor for 
expatriate failure in international assignments (also see Osman-Gani, 2000; Insch & 
Daniels, 2002; Littrell et al., 2006). Given such findings, it is surprising that companies 
still fail to provide appropriate training to prepare expatriate managers for lAs. Scholars 
(Shen, 2004, p. 660, citing Tung, 1982; Welch, 1994; Baumgarten, 1995) have devoted 
some time to understanding why companies fail to provide CCT, and highlight the 
following reasons:
1. The viewpoint that training is ineffective, for reasons including the beliefs that 
the right employee would not require training, that only technical skills are 
needed to complete an assignment abroad, and that cultural adjustment is of 
limited importance.
2. Time constraints, including the limited time between selection and departure 
and the temporary nature of the assignment.
3. Lack of investment, due to the belief that cultural training does not warrant 
budget expenditures, which results in a lack of knowledge about how to carry 
out training and what courses should be offered, and limited numbers of training 
experts and expertise.
These statements are indicative of why expatriates are frequently not assigned any 
CCT at all (Selmer, 2001). Without proper preparation, expatriates are sent to a foreign 
country with very little understanding of what to expect when they arrive. Furthermore, 
the second phase of expatriation -  the actual assignment -  becomes increasingly 
difficult. In-country adjustment on the actual assignment, which should ideally be 
supported by pre-departure training, is essential for the success of an lA, and therefore 
is an important consideration in terms of expatriate failure (Littrell et a/., 2006; Reiche & 
Harzing, 2009)
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2.8.2. Phase Two: The Actual Assignment Period
The second phase in the lA is the “actual assignment” (Reiche & Harzing, 2009, p. 
204). This covers the entire period spent in the expatriation destination. O’Reilly (2003) 
posits that the “expatriates’ reaction to living in a foreign country determines to a large 
extent the outcome of the assignment” (p. 31). The expatriate's cross-cultural 
adjustment to the host country is an oft-cited predictor of success (Caligiuri et al.,
1999). The impact of culture on expatriation is one of the most intriguing challenges in 
an expatriate’s life (Russell, 2011). Cultural adjustment is important, regardless of the 
commonalities shared between the home and host countries. Harrison, D., et al. (2004) 
propose that adjustment to “a relatively similar culture may be as difficult as adjustment 
to a distant culture because differences are not anticipated” (p. 228). Mendenhall & 
Oddou (1985) refer to four relevant dimensions for successful expatriate acculturation 
in the cross-cultural adjustment process: the self-oriented dimension, the others- 
oriented dimension, the perceptual dimension and the cultural toughness dimension.
Self-Oriented Dimension
Activities and attributes that serve to 
strengthen the expatriate’s self-esteem, self- 
confidence and mental hygiene.
Sub-Factors:
• Reinforcements substitution
• Stress reduction
• Technical competence
Others-Oriented Dimension
Activities and attributes that enhance the 
expatriate’s ability to interact effectively with 
host nationals.
Sub-Factors:
• Relationship development
• Willingness to communicate
• Willingness to speak the local language
• Confidence when interacting with people
• Use of conversational currency
• Desire to understand and relate to host 
nationals
Perceptual Dimension
Ability to understand why foreigners behave 
the way they do; this is important in adjusting 
to an unfamiliar cultural environment.
Cultural Toughness Dimension
Depending on the home culture, the adaption 
process to the host culture might be more 
difficult than to another; this is related to 
greater barriers and gaps in the 
socioeconomic, political and legal factors.
Table 4: Dimensions for successful expatriate acculturation 
Source: Adapted from Mendenhall & Oddou (1985. pp. 40-43)
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Over the course of an lA, three dimensions of in-country adjustment have to be taken 
into account and treated as independent concepts in expatriate adjustment (see Table 
5). These include general adjustment, interaction adjustment and adjustment to work 
(Black et al., 1991, p. 304). These distinct facets of international adjustment are found 
to determine successful expatriate assignments (Black & Stephens, 1989).
Adjustm ent Description Adjustm ent Problems
General adjustment to the 
non-work environment
Is non-work-related, 
concerning the general 
culture and living conditions 
of the foreign society at 
large
Adjustments to non-work 
problems generally include 
issues concerning 
schooling, housing, food 
shopping, banking, 
entertainment, legal 
regulations and healthcare
Adjustment to interacting 
with host nationals
Overlaps the work and non­
work environments and 
concerns interacting and 
communicating with the 
host nationals
Adjustment to work Is job-related and refers to 
the expatriate’s 
psychological comfort with 
respect to the job tasks of 
the foreign assignment
Adjustment to work 
problems often emerges in 
manager-subordinate 
interaction, functioning of 
organisations, 
communication and task 
environment
Table 5: Facets of in-country adjustment during the lA period
Source: Adopted from Russell (2006, p. 102, based on Andreason, 2003b; Black eta!., 1991; Fukuda & 
Chu, 1994; Mendenhall & Wiley, 1994; Shaffer & Harrison, D., 1998; Kraimer ef a/., 2001; Selmer, 2000; 
Suutari, 2001; Merely & Flinn, 2003b)
The first facet of in-country adjustment refers to general adjustment, in terms of the 
overall adjustment to living and adapting to a new culture (Black et al., 1991). Palthe
(2001) concludes that general adjustment “comprises factors affecting daily life such as 
living and housing conditions, food, health care, and cost of living” (p. 10). Work 
adjustment, the second facet of in-country adjustment is the most obvious concern in 
expatriation. It relates to the expatriate's psychological comfort in terms of adjusting to 
given job responsibilities, performance standards and the scope of supervision. As 
these aspects of work-life can be influenced by the company and the national culture, 
this is a distinct facet of the expatriate's overall adjustment to the demands of an lA
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(Breiden, 2004). Expatriate cross-cultural adjustment to work is identified as a critical 
factor in terms of lA success, as it might determine whether an expatriate chooses to 
stay or withdraw from the lA when faced with work-adjustment difficulties (Stone, 1991 ; 
Insch & Daniels, 2002; Tungli & Peiperl, 2009). The expatriate is not only adjusting to a 
new workplace, but he/she is also required to settle into the new environment and to 
find a way to adapt to everyday practices in the host country. The final facet of in­
country adjustment, interaction adjustment, is defined as “the comfort achieved in 
interacting with host nationals in both work and non-work situations” (Palthe, 2001, p. 
10). Interaction adjustment can also be the most difficult for expatriates (Black & 
Stephens, 1989).
Given that expatriation requires in-country adjustment in three areas, it is clear that it 
pertains to far more than simply moving from one work environment to another. As the 
framework above illustrates, adjustment can be influenced by specific country-related 
practices that might be different from those that the expatriate is used to in his/her 
home country. Simple processes, such as how to speak to host nationals, may become 
complicated when transferred from one cultural context to another. Beyond work 
adjustment, expatriates are also confronted with a different cultural environment, 
whereby everyday life activities may have to be adapted, to adjust generally to new 
norms and values. Therefore, in-country adjustment is not confined to the workplace. 
Finally, support networks might also be limited in terms of the expatriate's ability to 
interact with host nationals both during and outside of working hours. As issues 
associated with cultural adjustment, such as culture shock, are often associated with 
the loss of familiar signs and symbols, as depicted above, it seems logical that 
expatriates might seek out contact with host country nationals to ease the intercultural 
transition. As such, general and interaction adjustment are of great importance, proving 
that adjustment must occur in all cultural realms in order for an expatriate manager to 
fully adjust to the new cultural setting in the host country.
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2.8.3. Phase Three: Repatriation
Once expatriates have managed to develop strategies and have settled into their 
position abroad, they face one further difficulty: repatriation. The final phase in 
conclusion of the lA is re-entry, also called “repatriation” (Reiche & Harzing, 2011, p. 
204). The expatriate is confronted with a repatriation process when transitioning from 
the host country back to the home country (Linehan & Scullion, 2002).
PricewaterhouseCoopers (PwC), in their 2005 study “Understanding and Avoiding 
Barriers to International Mobility”, report that more than 25 per cent of employees leave 
their organisations within a year after having returned to the home country. The 
experienced internationalist often feels on return that they are not valued and will face 
difficulties during their reintegration; repatriation is often put on hold and is not 
considered an important part of the international experience (Adler, 1981; Tung, 1981), 
leading expatriate managers to question their parent company and whether or not they 
will maintain the status they had before choosing to expatriate.
Repatriation from an lA can be a stressful event; even though repatriation takes place 
following the lA, it can affect the decision to terminate the lA early, as expatriates often 
feel that they would not be supported during their return home or that they face 
uncertainty about their fate in the parent company.
For example, Linehan & Scullion (2002) carried out research with female senior 
managers returning from successful international assignments from 1997 to 2000. 
According to Linehan & Scullion (2002), women feel to be in a pioneering role. It was 
found that women experience more difficulties when repatriating than their male 
counterparts, in terms of “tokenism, exclusion and isolation” (Linehan & Scullion, 2002, 
p. 83). Scholars also report that female returnees are not able to apply their newly- 
gained skills and experiences, and lose status and autonomy upon return (Linehan & 
Scullion, 2002). Moreover, they do not feel that they receive the repatriation support
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they need for the six to twelve months they require for readjusting to their home country 
(Linehan & Scullion, 2002).
Lazarova & Cerdin (2007) advise that organisations ought to facilitate the repatriation 
process with a repatriation support programme, to avoid the reverse culture shock for 
employees and families (Weaver, 1994). Nonetheless, repatriation is often overlooked 
as a factor that influences success, and must therefore be considered in order to fully 
understand why an expatriate manager might chose to leave an lA early, before the 
date of completion.
2.8.4. Expatriate Failure Rates
International assignment failure is an important challenge for international HR 
professionals (Insch & Daniels, 2002), and MNCs are particularly concerned about 
lowering the increasing numbers of expatriate managers that repatriate early. In 
general, expatriate failure rates are reported to vary between sixteen and 60 per cent 
(Harzing, 1995, 2002; Forster, 1997), but the accuracy of such figures is up for debate 
(Reiche & Harzing, 2009). Shaffer & Harrison, D. (1998, p. 91) conclude that archival 
measures of “actual” early returns from lAs are “virtually impossible to obtain” and, 
according to Forster (1997), there is “virtually no agreement about the incidence of 
expatriate failure rates among academic researchers” (p. 414). According to Harzing
(2002), a ground-breaking empirical study by Tung (1981, 1982) reports that failure 
rates among American MNCs are almost twice as high as they are in Western 
European or in Japanese MNCs. Sixty-nine per cent of US multinationals have failure 
rates that exceed ten to twenty per cent. In comparison, 38 per cent of West European 
MNCs reported a failure rate of “six to ten per cent” (Tung, 1982, p. 68). A recent 
comparative empirical study by Tungli & Peiperl (2009), based on the framework of 
Tung’s study from 1982, reports a “relative” expatriate failure rate in lAs of 6.3 per cent 
in German, Japanese, United Kingdom and US MNCs (p. 167).
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At first, an average failure rate of 6.3 per cent might not seem to be a high rate, as 
Tungli & Peiperl (2009) argue. Nonetheless, given that expatriate managers are among 
the most expensive human resources in an “internationally operating organisation” 
(Brewster, 2002, p. 3), and that an expatriate, depending on the country of origin, can 
cost an organisation three to four times more than a local employee, such rates are 
indeed of importance.
2.9, Reviewing the Female Representation in International Assignments
In terms of gender, expatriate failure is more often attributed to females than to their 
male counterparts. This may affect their selection for lAs (Harzing, 2002). In contrast, 
in research conducted on the outcome of lAs with self-reported data, women are found 
to be as successful as their male counterparts (Adler, 1997). Additionally, men and 
women do not differ in their withdrawal intention (Caligiuri & Tung, 1999). As such, 
there appears to be a misconception in both the literature and organisational beliefs in 
terms of female expatriates' likelihood of success.
The myth of female expatriate failure in lAs may be attributed to the fact that the 
traditional expatriate manager is male, married, between 30 and 50 years old, and is 
primarily joined by his spouse and family when moving to the host country (Cartus, 
2007). Research reports that the family of the expatriate represents a prominent factor 
in expatriate failure, and that spousal problems in adaptation to local circumstances are 
seen as the number one factor for expatriate failure in lAs over the last three decades 
(Tung, 1981, 1982, 1987; Harvey, 1985; Black, 1988; Stone, 1991; Insch & Daniels, 
2002; Littrell et al., 2006; Tungli & Peiperl, 2009). As “expatriate manager” tends to 
connote “male”, it would seem that a spouse is largely associated with “female” and, 
thus, this could explain why women are believed to fail more often than males in lAs.
This myth does indeed factor into female selection for expatriate manager positions. 
Linehan (2002) explores the selection of female expatriates in the context of Western
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Europe. In her interviews with 80 female international managers, the participants often 
describe that there is job discrimination. Study participants believe that it is much more 
difficult for them to be appointed to an expatriate position than it is for their male 
colleagues (Shortland, 2009).
Barriers to female expatriation are host country-relevant, as some countries have a 
more integrative view of women in the work force (Adler, 1984). It is argued that this is 
not only found in those countries generally considered to be less female-friendly; 
societal norms in masculine societies, such as Germany and England, can mean that 
“women still are perceived as homemakers and men as the breadwinner” (Shortland, 
2009, p. 386). Due to these gender roles, women face greater barriers when it comes 
to participation in lAs (Tung, 2004; Harris, H., 2006; Shortland, 2009).
Reasons for why women are not participating in lAs are often related back to the 
priority they give to family and the perception that women are not interested foremost 
with expatriation (Harris, H., 2006). Furthermore, a lack of mentors preparing them for 
foreign assignments is reported, and barriers to male networks affect women who wish 
to advance to international careers (Harris, H., 2006).
Fischlmayr's (2002) study with Austrian female expatriate managers emphasises the 
role that behaviour and stereotypes play in female expatriation. Shen (2002) concludes 
that headquarters are reluctant to select women for lAs due to “stereotypical beliefs” 
and “conservative attitudes” (p. 781). Van der Velde et al. (2005) remark that women 
who are satisfied with their careers are not enthusiastic about accepting I As. This can 
act as another hurdle to convincing gatekeepers, such as HR professionals, that 
women are as interested in participating in expatriation as their male counterparts.
Despite barriers to female participation in I As, the number of female expatriate 
managers is increasing. In 1993, the worldwide female expatriate population 
represented ten per cent of the total of international transfers (Brookfield GRS, 2007).
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The female expatriate population gradually grew to almost sixteen per cent in 2001 and 
further increased to twenty per cent in 2010. Since then, female expatriation has 
remained stable. The latest figures from 2014 show that twenty per cent of those 
participating in lAs worldwide are women (Brookfield GRS, 2014), and many MNCs 
expect a continued trend of female expatriate managers in overseas positions (KPMG,
2012).
There has been an increase in expatriate transfers of female expatriate managers and 
male expatriate spouses (Selmer, 2002). Therefore, spousal adjustment difficulties are 
also applicable to men as the accompanying partners. Brookfield GRS (2014) provide 
evidence that that 53 per cent of male expatriates are either married or partnered, 
whereas only eighteen per cent of female expatriates are married or with a partner. 
Some scholars conclude that women face difficulties in balancing the demands of an 
international career when maintaining a relationship and raising a family. This might 
explain why the majority of female expatriate managers are single when they embark 
on an lA (Shortland, 2009). Tung (1981) notes that single female expatriates often 
engage in coping mechanisms that inhibit adjustment to the host culture. These coping 
mechanisms include maintaining strong contact with family and friends at home, and 
using stress-relieving tactics, such as alcohol consumption.
Furthermore, scholars highlight that women may be particularly susceptible to cultural 
differences (Caligiuri & Tung, 1999; Selmer & Leung, 2002). For instance, gender 
orientation might affect the degree of culture shock (Selmer & Leung, 2002), while 
cultural norms might influence a woman's ability to adjust in terms of her preferred 
mode of adjustment, including her ability to form relationships and interact with the host 
culture, and the level of social interaction and support she encounters (Caligiuri & 
Lazarova, 2011). Tung (2004) reports that some women will not accept an lA in such 
countries where they believe they would not be treated equally. For example, it was 
found that for countries like Iran or Iraq, women are unlikely to accept an lA with less
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managerial impact or lower positions than their previous ones in their home countries.
Given these considerations, female expatriation may require a specific approach to 
ensuring successful cultural integration. To prevent female candidates from returning 
prematurely from an assignment, Caligiuri & Tung (1999) advise that cultural training 
be especially tailored for women, as women may encounter challenging situations on 
international postings. Linehan & Scullion (2001b) report a shortage of training for 
European female expatriates. This investigation shows that only ten per cent of the 
female candidates received any form of training, while the other 90 per cent were 
“being thrown in at the deep end” (Linehan & Scullion, 2001b, p. 320).
As the number of female expatriate managers is growing, and as the number of women 
choosing to accept lAs increases (Stahl et al., 2000), it is important to address the 
myths associated with female expatriation and to provide more insights into the factors 
most responsible for female expatriate failure in international assignments. However, it 
is important to consider the female experience beyond the role of accompanying 
spouse, to inform MNCs and ensure that they successfully send female expatriate 
managers abroad.
2.10. Female Expatriate Failure: Gaps in Knowlegde
The preceding section presents an overview of the literature that exists about the 
cultural context of (female) expatriate failure. From the literature review, a key factor is 
highlighted in terms of expatriation: expatriate adjustment is identified as a key 
requirement for a successful lA (Caligiuri et al., 1999; Stahl & Caligiuri, 2005). Although 
several existing studies identify factors that play a role in lA failure, there is still a lack 
of knowledge about European expatriate failure in international assignments. Given the 
differences between home and host cultures, this study seeks to highlight how German 
female expatriate managers express the factors that lead to premature assignment 
termination from a culturally similar -  and also dissimilar -  environment.
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In order to isolate the role of culture, this study considers two host countries that are 
classified on different poles of the national cultural frameworks (Hays, 1975; Hofstede, 
2001, 2009; Schwartz, 2009) identified above. Furthermore, it considers the experience 
of female expatriate managers, whose numbers, as demonstrated above, are growing 
consistently, a trend that scholars' expect to continue (Harrison, E. & Michaelova, 2012).
Finally, in order to isolate the role that culture plays in expatriate failure, this study 
focuses solely on single German female expatriate managers, who expatriated without 
spouses or family. As such, the participants can be considered in terms of their own 
experience abroad, with limited external factors.
The inability of expatriate professionals to adapt to the host culture is identified as a 
factor essential to lA failure (O’Reilly, 2003; Holtbrügge et al., 2005 [German 
publication]; Stahl & Caligiuri, 2005; Gruszysnki, 2007). Each national culture in the 
present investigation belongs to a different cluster, based on the cultural frameworks 
identified above (Hall, 1976; Hofstede, 1980b; Schwartz, 2009). The national cultural 
frameworks presented highlight that both of the host countries (UK and Russia) share 
both similarities and differences with Germany. The comparative nature of this study 
seeks to highlight how these differences and similarities may affect the successful 
completion or failure of an lA. As such, the differences between the cultures of the 
three countries this study includes are significant. Despite the similar European 
geographic location of these three countries, it is important to note, as Scullion & 
Brewster (2001) confirm, that Europe is heterogeneous, and various cultural 
differences exist.
As culture differs from nation to nation, cultural considerations are important for 
understanding why German female expatriate managers may fail. For instance, the 
frameworks of Hofstede (2001) and Schwartz (2009) show that countries can share 
similar means to express cultural values, and this in turn may help the expatriate adapt
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to a particular situation. Furthermore, culture may have a direct effect on the 
expatriates’ willingness to remain in the host country, or may lead to a state of culture 
shock when the host and home cultures are exceedingly different.
With respect to international assignee population growth, the United States, China and 
the UK are cited as the top three worldwide expatriate destinations (Brookfield GRS,
2013). It was recently reported that the UK seems to be an attractive expatriation 
destination for women, as 30 per cent of women are assigned to the UK in comparison 
to only twenty per cent of their male counterparts (Managing Mobility, 2012). In 
contrast, from 2007 to 2013, Russia rated alongside China and India as one of the 
most challenging expatriate destinations for expatriates and programme managers 
(Brookfield GRS, 2007-2013). There are several possible explanations for this 
occurrence. Western managers in particular have to deal with a different lifestyle in the 
latter countries, and have to perform in an unfamiliar work context (Selmer, 2002). 
Expatriates need to adjust to the local language, a new climate and a different 
workplace; that is, they need to adjust culturally, which can be challenging for the 
individual (Andreason, 2003).
Expatriation research tends to be dominated by North American and/or Asian 
perspectives (Kittler et a/., 2011, referring to Hechanova et al., 2003 and Eckert et al., 
2004). Furthermore, research on women who choose to work outside their home 
country is scarce (Harrison, E. & Michaelova, 2012). This is compounded by a lack of 
understanding of what leads an expatriate manager to the non-completion of an lA, 
particularly from the employee’s perspective in a specific host country context (Stahl & 
Cerdin, 2004; Hardy, 2011 ; Kittler et al., 2011 ).
Despite interest in the field of expatriate failure, a number of informational gaps are 
identified. Most studies reviewed here focus on the experience of American nationals 
and, therefore, these findings may not be applicable to German nationals. The host
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countries studied include countries such as Japan, Korea, Hong Kong, Taiwan, 
Singapore and Australia, while European countries are rarely considered. As such, 
further empirical research surrounding expatriation destinations such as the UK and 
Russia could provide further insight into as yet under-researched (European) 
expatriation destinations.
Although some expatriation research includes participants from Germany (for example, 
Stahl, 2002; Tungli & Peiperl, 2009), the number of these studies is rather limited. Most 
studies use all-male expatriate samples, and it can be seen that the voices of female 
expatriate managers are notably absent. Accordingly, this study seeks to increase the 
understanding of female expatriates as a specific subgroup of international assignees.
The current in-depth analysis of previous investigations into factors leading to 
expatriate failure in lAs also shows that most research studies use quantitative, 
positivistic approaches, with only a few exceptions where qualitative studies on 
expatriate early return decisions are conducted (for example, see Hays, 1971; Tung, 
1987; Gruszyinski, 2007). Taken together, all previous research efforts are valuable for 
beginning to understand experiences of expatriation, but they leave room for additional 
qualitative studies that explore the specifics of female expatriation experiences and 
expatriate failure in more detail.
Accordingly, a qualitative investigation can be used to show how differences in national 
culture might influence the early return decision, as this could be overlooked in a strictly 
quantitative analysis. A qualitative research investigation will include the employees’ 
subjective perspectives, which, to date, have only been explored to a very limited 
degree, and highlight an extensive informational gap in expatriation research (Linehan 
& Sculion, 2001a).
To close this gap, the overall study aim is chosen to explore the reasons why German 
female expatriates fail I As. Here, the focus is on organisation-initiated, long-term
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assignments to the UK and Russia. The entire expatriation cycle is considered, to 
explore whether the reasons expressed are similar to those factors identified in the 
literature. In addition, this research seeks to reveal further factors not included in the 
literature.
During the period surveyed (2007-2010), expatriate failure rates were about eight per 
cent for the UK and six per cent for Russia (Brookfield GRS, 2007-2012).2 These 
statistics show us how many lAs fail, but not why expatriate failure occurs and for what 
reasons (Reiche & Harzing, 2009). As such, research is needed to identify the main 
factors that contribute to female expatriate failure in two different cultural contexts from 
the German employee perspective.
In conclusion, the literature review identifies seven general factors that may cause 
expatriate failure in the expatriation cycle. These general factors are integrated into a 
framework (see Figure 4), to explore whether the factors are present in UK and 
Russian assignments and whether they are the primary determinants of why German 
female expatriates fail to complete their lAs.
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Figure 4: Framework from the literature
A synthesis of scholars' findings about factors leading to expatriate failure in international assignments. 
Source: Synthesised from: Tung, 1981, 1987; Mendenhall & Oddou, 1985; Black, 1988; Stone, 1991; 
Shaffer & Harrison, D., 1998; Insch & Daniels, 2002; Littrell, 2006; Tungli & Peiperl, 2009.
 ^ Brookfield GRS (2007-2014) have not reported a gendered distinction between male and/or 
female expatriate failure rates.
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The literature review presented in this chapter identifies three clear issues: 1) various 
factors lead to expatriate failure in international assignments; 2) culture is essential for 
understanding expatriate failure; and 3) all phases of the expatriation cycle need to be 
considered in order to reduce failed international assignments. The literature review 
identifies that scholars illustrate a multitude of factors, either qualitative or quantitative 
in nature, that affect an expatriate’s likelihood of completing the lA in full. Throughout 
the expatriation cycle, expatriate managers become vulnerable to international 
assignment failures, and it is important to consider each phase of the expatriation 
experience to fully understand the expatriate experience. In the light of the issues 
discussed, three questions emerge that will focus this study.
The first question asks how German female expatriate managers express the factors 
that lead to premature assignment termination. The second question aims for an 
answer to if those reasons are similar to the factors identified in the literature. And the 
third question asks how German female expatriates suggest that expatriate failure 
rates could be lowered.
The following chapter, on research strategy and design, will inform as to how the 
research questions have been asked and how tentative answers have been 
constructed.
3. Research Strategy and Design
3.1. Introduction
After the literature review, which provided the necessary information about the various 
domains in order to identify the research topic and underlying gaps, the purpose of 
Chapter 3 is to describe and explain the research design and methodological approach 
chosen for the purpose of this thesis. It justifies the methodological orientation and
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overall strategy used for this study, and presents the thought process behind the 
research paradigm, research approach, sampling strategy, data collection and 
qualitative analysis, in response to the study's objectives and the specific research 
questions outlined in Section 1.2 and 1.3. The aim is to reconstruct expatriate 
experiences in lAs and to extract the factors that contribute to expatriate failure from 
the German female employee perspective.
3.1.1. Philosophical Stance
As the basis of empirical claims is shaped by either qualitative or quantitative or by 
mixed-method methodologies (Collis & Hussey, 2003), a phenomenological, 
qualitative, non-statistical research approach (Cresswell, 2002; Saunders et al., 2009) 
was identified as the best means to explore UK- and Russia-assigned expatriate 
managers’ own interpretations of their international experience.
In the case of the decision to study expatriate failure in international assignments, 
phenomenology represents a non-positivist approach to the study of experience 
(Remenyi et a!., 1998). In positivist research, the world is considered objective and 
external in reference to the ontological position, as it relates to the fact that only an 
observed and measurable phenomenon could be considered knowledge (Collis & 
Hussey, 2003). As there is no direct and objective way to measure human attitude, a 
non-positivist approach is suitable for this study, as it centres on the individual 
expatriate experience; therefore, the study uses a phenomenological paradigm, as it is 
a “philosophical approach to the study of experience” (Smith eta!., 2009, p. 12).
The rigour of phenomenology is the researcher’s analysis of the basic elements that 
make up an experience, which can be identified as common to all members of a 
specific society (Patton, 2002). Researchers using a phenomenological approach gain 
knowledge about what motivates actors to act as they do. In phenomenological 
research, the role of the researcher is to obtain a broad description of experience from
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each participant, without leading participants in anyway (Moustakas, 1994). Human 
behaviour is considered to be based on personal experiences, mentalities, cultures and 
the surrounding setting and environment. The information collected is usually highly 
abstract. Even in well-constructed investigations, it is difficult to fully extract which 
personal filters of the examined subject are present. Easterby-Smith et al. (1999) bring 
attention to why the understanding of the research paradigm in management research 
is essential, as each paradigm uses a different approach to design research. 
Furthermore, they identify that the phenomenological approaches present their own set 
of strengths and weaknesses, as summarised in Table 6.
Strength W eaknesses
Phenom enological
Paradigm
The ability to look at the 
process of change over time
The ability to understand 
people’s meanings
Adjusting to new issues and 
ideas as they emerge
Contributing to the evolution 
of new theories
Data collection is time- 
consuming
Analysis and interpretation of 
data may be difficult
Depends on the intimate, 
tacit knowledge of the 
researcher
Low credibility because it is 
based on subjective opinions
Table 6: Strengths and weaknesses of the phenomenological paradigm 
Source: Modelled on Easterby-Smith etal. (2002f
Moustakas (1994) identifies that, in phenomenological research, the researcher also 
has a personal interest in the research question. Detecting that a paradigm in research 
is crafted to personal beliefs, the researcher is required to reflect on and gradually build 
up knowledge about underlying beliefs vis-à-vis the research project (Cresswell, 2007). 
In terms of credibility, “subjective opinions” are grounded in believable results 
(Easterby-Smith et al., 2002, p. 42).
The reason for choosing a qualitative, phenomenological research methodology was to 
investigate a phenomenon as it is lived by research participants (Smith et al., 2009), as
Easterby-Smith et al. (1999) renamed the phenomenological paradigm “social 
constructionism” in 2002.
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opposed to testing “hypothetical generalisations” (Hoepfel, 1997, pp. 47-48).
Employing this approach enables the possibility to engage with different voices 
regarding how the participants experienced “expatriate failure”, by directly asking for 
their personal perspectives. This is essential, as Cronbach (1975) illustrates that 
statistical research faces difficulties in terms of fully accounting for the “interaction 
effects” that might occur (Hoepfel, 1997, p. 48). As the literature review illustrates, most 
factors relevant to expatriate failure are derived from quantitative research, with mainly 
American (male) national samples, and these results cannot necessarily be applied to 
a German (female) national sample.
In order to fully understand expatriate managers' experiences abroad, a sample of 
German female expatriate managers was selected, to explore important factors in 
expatriate failure in international assignments from the employee perspective. The aim 
is not to test and measure theory; instead, this study seeks to add depth, richness and 
authenticity to existing data. To date, very little qualitative data exists regarding how 
national cultural differences affect lA failure (Leung etal., 2005; Russell, 2006, 2011; 
Ybema & Byun, 2011; Vromans et al., 2013). The purpose of the following section is to 
describe the research strategy and research design used to gather data for this 
qualitative, in-depth investigation.
3.1.2. Research Strategy and Design
Research can be of either an empirical or a theoretical nature. In business and 
management research, however, empirical approaches often prevail (Koen, 2005). In 
empirical research, the research design functions as a plan and focuses the researcher 
(Collis & Hussey, 2003). Easterby-Smith et al. (2002, p. 43) suggest “six principal 
choices” that should be considered when developing an appropriate research design; 
Table 7 presents these choices.
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Researcher is independent vs. Researcher is involved
Large samples vs. Small numbers
Testing theories vs. Generating theories
Experimental design vs. Fieldwork methodologies
Universal theory vs. Local knowledge
Verification vs. Falsification
Table 7: Key choices of research design
Source: Adapted from Easterby-Smith et al. (2002, p. 43)
Given the continuous increase in German female expatriate managers transferred to 
MNC subsidiaries, and the high-level costs associated with (failed) cross-border 
assignments (Tungli & Peiperl, 2009), an investigation into why expatriate managers 
voluntarily terminate lAs abroad (Stahl et al., 2000) allows for a qualitative research 
design. This study followed a two-group design, comparing German female employees 
working for an MNC with a subsidiary in a culturally-similar host country, which in this 
case was the UK (Hofstede, 2009), and a subsidiary in a culturally-dissimilar host 
country, which in this case was Russia (Hofstede, 2009).
Qualitative data differs from quantitative data in various ways; three main 
characteristics are presented in Table 8. These act as the relevant points of difference 
for this study (Saunders etal., 2009). Hoepfl (1997, p. 48) suggests that researchers 
should avoid placing these two approaches in a “competing stance". In reference to 
Patton (1990) Hoepfl (1997, p. 48) also advocates, “a paradigm of choices that seeks 
methodological appropriateness as the primary criterion forjudging methodological 
quality” (p. 48).
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Quantitative Data Qualitative Data
Based on meanings derived from 
numbers
Based on meanings expressed 
through words
Collects results in terms of 
numerically-standardised data
Collects results in terms of non­
standardised data requiring 
classification into categories
Analysis conducted through the use 
of diagrams and statistics
Analysis conducted through the use 
of conceptualisation
Table 8: Distinctions between quantitative and qualitative data 
Source: Adapted from Saunders et al. (2009, p. 482)
Qualitative research employs various means to collect data, such as case studies, 
personal experience and interviews. Furthermore, it enables the study of small samples 
with regards to the “subject matter at hand” (Denzin & Lincoln, 2005, p. 3). Collecting 
evidence for quantitative -  i.e. statistical -  research (Saunders et a!., 2009) requires 
the use of standardised measures of surveys, tests, experiments and secondary data, 
usually derived from larger samples (Patton, 2002).
The rationale for using a qualitative approach is threefold. First, this study aims not to 
generalise the findings but rather to gain insight into the experiences of German female 
expatriate managers themselves. Second, qualitative research allows for a descriptive 
exploration of expatriate failure, which may balance the general, human-resources- 
oriented approach to expatriate failure. Third, through the inclusion of the employee 
perspective, other contributing factors that lead to premature return are expected to 
become apparent. The data obtained from the qualitative approach in this study will 
help to reconstruct intercultural interactions between female expatriate managers in 
German-British and German-Russian work collaborations. Qualitative interviewing 
provides insight into participants’ experiences, with the “presence of voice in the text” 
(Hoepfl, 1997, p. 49).
The next section presents the unit of analysis. It details how individual accounts were
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selected, supported by a justification for designing a purposive sample.
3.2. The Unit of Analysis
The research design and approaches taken to collect and analyse the data are linked 
to the level of analysis selected prior to the start of an investigation. Collis & Hussey
(2003) link the unit of analysis to the research problem and the phenomena being 
studied. A unit of analysis can pertain to individuals, events, objects, relationships or an 
aggregate of these data forms (Collis & Hussey, 2003). To achieve a better comparison 
of results, the researcher narrowed the scope of this research to German female 
expatriates in senior management positions. Accordingly, the unit of analysis was the 
expatriate professional. A two-group design (Hofstede, 1980b, 2009) was initiated to 
compare expatriate experiences in two host cultures. Block one comprised five 
expatriate managers providing information about failed lAs in a culturally-similar 
country -  i.e. the UK -  while block two comprised five expatriate managers with failed 
lAs in a culturally-dissimilar country -  i.e. Russia. The entire expatriation cycle (Reiche 
& Harzing, 2009), including selection and preparation, the actual assignment period 
and the repatriation experiences of German female expatriate managers, was 
compared and contrasted.
The previous section identified why a qualitative approach was preferred for 
investigating expatriate failure in lAs from the employee perspective. The next section 
details the key elements of the sampling method used in the study presented.
3.3. Sampling Method
Sampling approaches in qualitative research are different to those used for a 
quantitative inquiry (Patton, 2002). In quantitative methods, probability sampling gives 
each sample an equal chance of being selected (Saunders et a i, 2009). In contrast, for 
qualitative research, small samples are purposefully selected (Cresswell, 2002; Patton,
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2002) and used to “reflect particular features of individuals or groups within the 
sampled population” (Ritchie & Lewis, 2003, p. 78). A purposefully selected sample is 
considered imperative for examining and studying information-rich cases (Patton, 2002; 
Saunders et al., 2009). As this study aims to reconstruct personal experiences, with in- 
depth, qualitative data rather than representative data, a purposive sampling method 
was chosen (Patton, 2002). Given this method, this study’s sample is not meant to act 
as a statistical representation of the entire group; instead, it is used to highlight 
potential commonalities among the observed individuals (Ritchie & Lewis, 2003). As 
such, this study does not assume that the respondents who participated in this study 
represent every German female expatriate. Rather, it proposes that the experiences 
shared can shed light on what it is like to be an expatriate manager in an lA, thus 
highlighting some general experiences that expatriates may encounter abroad.
Given the constraints related to accessing a sample of female UK- and Russia- 
assigned expatriate managers with failed lAs -  as (failed) expatriate managers are a 
difficult group to reach (Vromans et al., 2013) -  a purposive sampling strategy was 
better suited for the purpose of this study (Patton, 2002). The steps undertaken to 
identify prospective research participants are described in Section 3.3.6.
3.3.1. Final Sample Populations
A great deal of effort was undertaken during the period from November 2009 to 
December 2010 to recruit respondents from this hidden population of German female 
expatriate managers that would adequately represent the target population (see Figure 
6 -  the sampling procedure for this study) for in-depth interviews, not least because 
there are only a limited number of resources available to a researcher who studies 
German-British and German-Russian expatriate collaborations. The research focus 
required that participants were female former expatriates, willing to talk about and 
share the personal experiences that led them to withdraw from the lA in a UK or
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Russian subsidiary.
In order to fully understand personal experiences, it is important to consider the 
participants' backgrounds in terms of demographics. The participants in this study 
represented a variety of managerial positions, ranging from a client service director, a 
director of sales and an international business development officer to a senior art 
director, a senior manager of learning and development, a supervisor of derivatives, a 
senior consultant and a television station director. Former expatriates who agreed to 
participate in the underlying study had all been assigned to a managerial position in 
either London or Moscow. A detailed sheet explaining individual participant information 
can be found in Appendix F.
To ensure anonymity, all study participants were given pseudonyms and clustered in 
age groups. Further identifying characteristics, such as the organisations' names, were 
deleted. Consistent with other recent studies of female expatriate managers (Shaffer et 
a l, 1999; Caligiuri, 2000; Selmer, 2001), participants in this study were unmarried at 
the time of expatriation. The background variables of the UK interview sample are 
summarised in Table 9.
Pseudonym Age When 
Expatriated
Marital
Status
Duration of 
Contract
Actual 
Duration of 
lA
Self-Rated 
Knowledge 
of English
JES 2 5 -29 Single 2 years 6 months Proficient
JUL 30-35 Single 2 years 10 months Proficient
YAS 30-35 Single 2 years 18 months Proficient
MEL 36-40 With partner/ 
became 
single during 
the lA
2 years plus 
1 year
30 months Proficient
EST 3 6-40 Single 2 years 18 months Proficient
Table 9; Pseudonyms of participants with failed lAs in the UK 
Source: Based on field studies
A review of the tabulated data reveals that UK-assigned expatriate managers were
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between 25 and 40 years old and single, with one exception -  one participant was in a 
relationship before expatriating to the UK. lAs in the UK lasted for six months at the 
shortest and up to 30 months at the longest. All UK-assigned expatriates self-rated 
their English language capability as proficient.
In comparison, Russia-assigned expatriate managers were slightly younger. In this 
group, the longest lA lasted for 38 months, while the shortest lA ended after four 
months. Russia assignees rated their local language knowledge as zero to basic, with 
one exception who reported proficiency in Russian. Table 10 summarises the 
background variables of the Russian interview sample.
Pseudonym Age When 
Expatriated
Marital
Status
Duration of 
Contract
Actual 
Duration of 
lA
Self-Rated 
Knowledge 
of Russian
EMM 3 6-40 Single 1 year 4 months Zero
TIN 3 6-40 Single 3 years plus 
2 years
50 months Zero
TAR 2 5-29 Single 2 years 10 months Zero to basic
MAR 30-35 Single 2 years 18 months Proficient
KIM 25 -29 Single 2 years 13 months Basic
Table 10; Pseudonyms of participants with failed lAs in Russia 
Source: Based on field studies
Additional information for all study participants can be found in Appendices E l and E2. 
So-called “descriptive participant portrayals” are composed from primary data (i.e. 
notes taken during the interviewing process and data generated from personal, in- 
depth interviews) by “sticking close to what the women said” (HartI, 2003, p. 76). This 
descriptive approach was taken by HartI (2003) while researching the career path of 
twelve Western female expatriate managers who held senior management positions in 
Hong Kong.
The preceding section offered an introduction to the sampling procedure. A detailed 
overview of how the selected group of German female expatriates with UK and
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Russian lAs can be identified has been provided. In the following section, the data 
collection method used to explore the factors leading to expatriate failure is introduced.
3.3.2. Method of Data Collection
Qualitative methods are conducive to the aim of this study, of uncovering why German 
female expatriates fail I As, as subjective human experiences cannot be easily 
quantified. Interviews are one of the primary tools in qualitative research for accessing 
people's experiences, meanings and constructions of their realities (Patton, 2002). In 
qualitative research, interviewing provides a myriad of opportunities when it comes to 
the design of the interview process. Interviews are one of the various sources of 
collecting evidence in qualitative research (Cresswell, 2002); qualitative, in-depth 
interviewing enables the exploration of premature assignment termination from the 
personal perspective. Factors leading to the non-completion of lAs can be assessed. 
This method “serves to elicit direct information” (Zimmermann et al., 2003, p. 7), with 
the aim of exploring the reasons why expatriate managers fail and whether the reasons 
expressed are similar to those factors identified in the literature. One of the 
groundbreaking studies on expatriate failure, by Gruszynski (2007), shows that 
qualitative methods allow an in-depth insight into what causes expatriate failure beyond 
the numerical data offered by quantitative studies. Expatriate failure should not be 
explored by pre-specified “factors” only; how these factors are influenced by national 
cultural differences in the home and host countries should also be examined, as 
Zimmermann et al. (2003) and Shaw & Rowe (2012) argue.
Qualitative interviews can take on many forms. Patton (2002) identifies that interviews 
can be informal conversations, use a guided approach or comprise standardised, open- 
ended interviews. For the purpose of this study, standardised, open-ended interviews 
were used as the primary strategy for gathering data. The underlying rationale for the 
use of a standardised, open-ended interview design was to obtain broad and rich data
62
(Cresswell, 2007). The interviewer followed a list of themes and questions during 
conversational interaction (Patton, 2002), allowing for the exploration of emergent 
themes whilst maintaining and acknowledging a link to the established literature. Berg 
(2007) states that: “a qualitative interview simply is a conversation with a purpose” (p. 
89). Standardised, open-ended interviewing enables respondents to tell their stories 
and their experiences, and to express opinions in their own words (Ybema & Byun, 
2009).
However, personal, face-to-face interviews were not possible for a number of reasons; 
in most cases, the participants were too far away to meet in person, as they were 
working outside Europe, for example. Therefore, telephone interviews were initiated in 
a private setting. Prior to the initial interviews, between May and December 2010, the 
interview schedule was tested on 10 May 2010.
3.3.3. Pilot Testing
Teilingen & Hundley (2001) state that “pilot studies are a crucial element of a good 
study design” (p. 1). Saunders etal. (2009) also encourage researchers to conduct 
pilot testing to avoid problems in terms of comprehensibility and ambiguity of the 
questions posed. To hone interview skills, ensure consistency in interviewing and test 
the structure of the interview schedule, based on a comprehensive, systematic review 
of the existing literature, a preliminary interview was considered to be imperative. For 
issues of validity, it was important that all questions guiding the interview were 
formulated clearly and concisely. The pilot interview was held on 10 May 2010, in the 
native language of the researcher and the participants (German), to assess whether 
the planned interview schedule was feasible. Positive feedback was provided in terms 
of clarity and format. However, one question concerning the expatriation package had 
be to reworded, as the interviewee felt uncomfortable about sharing details about the 
expatriation remuneration package. As a consequence, this question was removed
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from the interview schedule (see Appendix D).
3.3.4. Interview Schedule and Process
An interview schedule was designed primarily to serve as a checklist. General factors 
contributing to expatriate failure commonly discussed in the expatriate management 
literature were included in this schedule. Interviews also allowed the exploration of 
other factors that were not included in the literature. Previous studies indicate that the 
experiences in each stage of an lA contribute to the decision to either complete or 
terminate the assignment (Tung, 1984; Stone, 1991; Harvey, 1998; Graf, 2004a). 
Aiming for a deeper understanding of the expatriation experience, the entire 
expatriation cycle was taken into account:
• Phase One: Selection and Preparation
• Phase Two: The Actual Assignment
o Cross-cultural adjustment, constituting general adjustment, interaction 
adjustment and adjustment to work (Black, 1988)
• Phase Three: Repatriation
Open-ended questions were posed to reveal the problems and pressures encountered 
in each of the phases in an lA. In the introductory part of the personal interview, 
participants were informed that they were not obligated to complete this study, and 
were offered an opportunity to discontinue the study participation at any time for any 
reason. Furthermore, participants were informed not to hesitate to tell the interviewer if 
they became uncomfortable with a question or failed to understand a posed question. 
Participation in this study was therefore voluntary.
During the course of the in-depth interviews, participants were asked to describe the 
organisational recruitment process. They were also encouraged to talk about the 
underlying motivation to accept the lA. Since the review of existing literature reveals a
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strong focus on pre-expatriation training, one question asked participants to describe 
organisational preparation for the lA, and how they -  in retrospect -  would evaluate the 
usefulness of such preparatory training. Furthermore, participants shared their own 
initiatives for preparing for the actual assignment period in the host country. Language 
proficiency, cross-cultural adjustment difficulties and work relationships in British and 
Russian subsidiaries were discussed. The final interview question concerned 
repatriation, and provided the opportunity to reflect on what concerned participants the 
most in failing their lAs. Furthermore, the opportunity was given to point out the factors 
that contributed to premature assignment termination, as well as the means to improve 
the expatriate experience. Probing questions were used to gain additional information 
on factors leading expatriates to the non-completion of the lA.
Overall, all questions sought to yield valuable contributions to the research topic. At the 
end of the interview, participants were thanked and informed that none of their 
individual responses to questions would be attributable to them. The interview schedule 
is attached in the original German version with an English translation (See Appendix 
D). Situation permitting, participants were asked whether they were aware of any other 
potential interviewees who might be interested in taking part in this research and could 
provide access to further cases, creating the potential for a snowball-related sampling 
strategy (Saunders et al., 2009).
3.3.5. Interview Setting and Language
The place where the interview takes place is of importance (McDermott et al., 2005, in 
reference to Tang, 2002). Interviews conducted in a formal situation are seen as less 
“relaxed and intimate” than interviews conducted in at-home settings (McDermott et al., 
2005, p. 2). All participants were invited to choose a convenient time, in order to secure 
a setting with little distraction and in a private atmosphere, to avoid limitations 
surrounding their openness in sharing intense feelings on a one-to-one basis. One
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telephone interview was conducted at the workplace, but a quiet meeting room was 
chosen to guarantee a certain level of privacy. All other interviews took place at 
participants’ homes, mediated by telephone or by Skype. In the introduction phase, a 
request for permission to record the interviews was made, and each participant agreed. 
The data was saved as MP3 files.
Standardised, in-depth interviews, designed to obtain valuable, in-depth, personal 
experiences and views to answer this study’s research questions, were planned to last 
approximately 40 to 60 minutes. In reality, the duration of these interviews varied from 
31 to 80 minutes (See Appendix F). During each interview, whenever time permitted it, 
and when it did not disrupt the flow of the study, the researcher took separate notes. If 
this was not possible, recollections were written soon after the interview, something 
that Halcomb & Davidson (2006) call “reflective journaling”, helping to expand 
knowledge about each individual case (p. 41).
Scholars point to a dearth of research on the leffect of language in management 
research (Botha, 1970; Brislin, 1986). Given this consideration, interviews were 
conducted in the participants’ native language, which in this case was German. The 
topic of the interview was emotionally demanding, as premature assignment 
termination might have exerted pressure on the participants. Therefore, it was 
considered an advantage to conduct the interviews in the native language so as to 
avoid losing subtleties relating to the answers to the questions asked.
In order to ensure the interview process was successful, prospective respondents were 
required. The process used to recruit participants will be detailed in the following 
section.
3.3.6. Steps Undertaken to Identify Prospective Respondents
As there is no accessible existing database to detect (failed) German female expatriate
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managers with lAs in the UK and Russia, a colleague of the author introduced a 
German female expatriate manager with a failed Russian assignment. This strategy is 
referred to as “snowball sampling” and is based on chain referral, which is a verified 
way to recruit “concealed populations” (Atkinson & Flint, 2001, p. 1). The rationale for 
using the snowball sampling technique (a sub-category of purposive sampling) derived 
from the hurdles of gaining access to German female international managers with 
failed lAs in the UK and Russia (Onwuegbuzie & Leech, 2007) and those who were 
also willing to share their personal experiences.
Due to confidentiality agreements with their personnel, requests to HR departments of 
leading German MNCs proved to be an impractical method of identifying females with 
failed lAs. This was compounded by the fact that expatriate failure in some cases goes 
hand in hand with a change in employment, and organisations do not keep records 
about “failed” expatriates (Shaffer & Harrison, D., 1998). In cases where research 
seeks to study an obscure group, Atkinson & Flint (2001) illustrate that a snowball 
sample is an adequate means of uncovering the group and identifying those who share 
a similar experience. This elite group of German female expatriate managers is indeed 
a concealed and difficult-to-track group, particularly given that it is unlikely that such 
career-driven employees would publicly announce that they had failed to complete an 
international assignment, and that they might change companies after terminating their 
assignment (Harzing, 2002).
In order to establish contact with a sufficient number of participants for this study, the 
social platform Xing and the international expatriate online portal Internations were 
used. Public profiles on these platforms were searched for women with former lAs in 
the UK (London) and Russia (Moscow and St. Petersburg) in the time frame between 
2005 and 2010. These selected women were then actively contacted and introduced to 
the research project, with a formal network request letter to help source participants for 
the study (See Appendix A). However, this process was very time-consuming; over 200
67
requests were initially sent out to identify respondents that would agree to take part in a 
personal interview.
Contact was successfully established with 38 women. To generate further participants, 
the Moskauer Deutsche Zeitung (Moscow German Press) was contacted in August 
2010. An article presenting the current study, with a call for interview partners, was 
subsequently published in September 2010 (http://www.mdz
moskau.eu/gemeinsameinsam/). This public request did not generate any responses. 
Further calls for research participants were placed in forums such as 
expatwomen.com, expat.ru and expatnetwork.com.
Upon first contact with any given prospective participant, a written description 
introducing the research project was sent, along with a preliminary data sheet in the 
form of a questionnaire (Appendix B), verifying the eligibility of respondents (Faugier & 
Sargeant, 1997). The preliminary data sheet collected information on personal 
characteristics (Westwood & Leung, 1994), such as:
Nationality
Age at date of expatriation 
Family status
Whether accompanied by a partner or significant other 
Self-rated language proficiency in English, Russian and other languages 
spoken
Additional personal background factors (Westwood & Leung, 1994) were requested, 
including:
• Country of assignment
• Industry and position
• Past international work experience and past international experience
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• Allocated motives for international delegation (Wirth, 1992)
• Personal motivation to agree to an lA (Cerdin & Le Pargneux, 2009)
• Initial duration of contract
• Actual duration of IA
From more than 38 initial contacts introducing the aim of this study, 21 completed 
preliminary data sheets were returned with the agreement to co-operate with this study. 
Each preliminary data sheet was checked carefully to keep the sample comparable, 
with similar characteristics across both study groups (Patton, 2002). Nine prospective 
research participants could not be included in the purposive sample for several 
reasons. One woman, despite speaking German, indicated in her profile sheet that she 
had a Polish national cultural background, while another woman was married to a 
German national, but had a Luxembourgish background. Both women therefore had to 
be excluded, as this research focuses on German expatriate managers, and neither 
met the requirement. Another prospective participant considered herself an expatriate, 
but she frequently travelled to the UK with a home base in Germany, and therefore 
belonged to the category of international commuters (Peppas, 2004); therefore, she 
could not be included in the sample. Two other expatriates left their lAs in Russia at the 
request of their employers. As this research explores factors leading to self-withdrawal 
and the non-completion of the lA, these accounts were not investigated further.
Another potential interviewee indicated that she had accompanied her partner to 
Russia, and was therefore a trailing spouse rather than an expatriate (Tung, 1987; 
Brewster, 1999). Another participant reported previous work experience for longer than 
fifteen years in the UK with different employers. This account also had to be excluded, 
because previous foreign assignment experience is identified as an advantage, as it 
supports the ability to culturally adjust (Westwood & Leung, 1994). Two further 
participants were assigned to Russia based on their own initiative to live and work 
abroad (Jokinen etal., 2008). As such, they belonged to the category of self-initiated
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expatriate managers (Altman & Barauch, 2012) and did not fit the organisation-sent 
focus of this study. The sampling procedure used to identify prospective interview 
participants for this research is portrayed in Figure 5.
First contact level -  unknown
Second contact level -  known
Vérification of findings
6. Determination ot inter\'le\v date
4. Sending preliminary data sheet to provide background information
8. Participant's agreement with findings
7. interview conducted
2. introduction to research end interview request
1. First contact to possible sample established by third persons
5. Verification of "fit"
3. A'waUing response to participate in Interview
Figure 5: Sampling procedure of this study 
Source: Based on the author
3.3.7. Sample Size
During the course of this inquiry, twelve suitable individuals expressed interest in 
participating in interviews (the participant sampling criteria are summarised in Table 
11 ). Prospective respondents were asked what time/date would be the most 
convenient to conduct the interview. Then, with the confirmation of the date of 
interview, a letter of confidentiality including a consent form was sent to the participant 
to sign. Participants were informed of their rights in relation to the interviews, and their 
freedom to withdraw at any time. The letter of confidentiality, including the consent 
form, can be found in Appendix C. One woman (Russia-assigned) had to stop in the
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middle of the interview held on 30 August 2010, as her newborn child was crying. 
Unfortunately, she could not find an alternative time to continue the interview. This 
interview was incomplete and could not be submitted for analysis. In the end, eleven 
participants were interviewed and completed the interview schedule in full. However, 
the pilot interview conducted on 10 May 2010 with a Russia-assignee could not be 
submitted for analysis, as she accidentally mentioned her employer (a well-known 
German MNC). She therefore chose to withdraw her consent from the study during the 
research process, and resigned from participation.
Personal Requirements — > German nationality 
— > Female
— > Managerial function or senior professional 
role
Organisational Requirements — > Sent by organisation
— > Long-term contract (i.e. 1 year up to 3 
years)
— > First lA in the host country destination
— > Working for an MNC with a subsidiary in 
the UK or Russia
— > Actively chose to leave the UK or Russia 
of their own accord
— > International assignment failure in the 
period 2005-2010
Table 11 : Research participant sampling criteria 
Source: Based on the author
It is important to note that German female expatriate managers who have repatriated 
early are “rare”, and the number of participants was therefore few. This, in turn, defined 
the boundaries to accessing this particular group. As to the limited access to an 
appropriate sample, this investigation used fewer subjects to obtain greater detail about 
specific issues (Cresswell, 2009), rather than relying on breadth (Kuzel, 1999). Patton 
(2002) articulates that no rules about the sample size in qualitative inquiry exist, and 
the sample size depends only on what one seeks to explore. Scholars such as Smith et 
al. (2009) recommend that a small sample size, of a range from four up to ten, is well 
suited for in-depth studies with the aim of understanding a certain phenomenon, as it
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allows a deeper understanding of personal experiences. Nonetheless, the experiences 
collected from participants were deemed to be “information rich” (Patton, 2002, p. 238); 
as such, the recruitment of more participants to study the factors leading to non­
completion of an lA was stopped.
Theme saturation was met after five in-depth interviews per study group. Saturation is 
achieved when the researcher discovers no more new data from the actors 
participating in the study (Brocki & Wearden, 2006). In addition, saturation can be 
reached quickly, due to the purposefully designed sampling criteria for achieving a 
better comparison. Within the limits of a small sample size, clear criteria for the 
selection of the purposefully designed sample were formulated, to limit the shortfalls of 
the methodological choice driven by the research questions.
This study sought to consider diverse industries by including various sectors within 
MNCs (Teddlie & Yu, 2007). No specific limitation on the size of the organisation or 
industry was pre-defined. Organisations varied significantly in size, from twenty to more 
than 450 employees.
Regardless of the quality of the research design, questions about trustworthiness are a 
key component of qualitative research. Krefting’s (1990) guidance on techniques to 
determine the “trustworthiness” of data and on assessing “rigour” in qualitative 
research -  consisting of (a) credibility; (b) transferability; (c) dependability; and (d) 
confirmability -  were applied to this study (p. 217). Contextual information, such as 
participant background information (see Appendices D, E l, E2 and F), transcripts and 
verbatim quotations taken from in-depth interviews are cited, to increase credibility and 
to support truth-value (Krefting, 1990). Data triangulation was accomplished by asking 
the same research question to each participant. Data was also triangulated with study 
members from each of the two groups, to cross-check, comment on and confirm this 
study’s results (Cresswell, 2002) and to decrease the incidence of incorrect data
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(Krefting, 1990). Participants assessed the results to be credible. The transferability of 
this study’s findings was not a viable naturalistic research objective; however, a 
purposefully designed sampling procedure was used to enhance transferability. 
Transferability is supported with sufficient detail about each step taken in this research, 
to allow the reader to follow what the study entailed. To demonstrate the dependability 
of this research inquiry, the consistency in the strategy for recruiting the select sample 
with clearly defined sampling criterions; the structured interviewing processes; and the 
data analysis often in-depth interviews with a priori pre-defined codes (King, 2004) are 
clearly presented, to help others to replicate how the researcher drew the conclusions. 
To strengthen confirmability, reflective journaling was used (Halcomb & Davidson, 
2006). Information provision about the interviewing process and a peer review of the 
results of the template analysis (see Section 3.4.2) with another independent 
researcher, to ensure validity, were performed. All these efforts were undertaken to 
establish the trustworthiness of this current investigation.
3.4. Method of Data Analysis
This section identifies the procedural methods used to study German female expatriate 
failure and to analyse textual material comprehensibly. First, the transcription process 
is explained, followed by an illustration of why a template analysis approach is 
appropriate for the interpretation and coding of the qualitative data pertinent to the aim 
of this study.
3.4.1. Transcription
The interviews were recorded and saved as MP3 files. Each of the ten in-depth 
interviews lasted approximately one hour, resulting in over 280 pages of rich textual 
material (Waring & Wainwright, 2008). The analytic stage of qualitative analysis began 
with the conversion of the MP3s to textual data via partial transcription (McLellan et ai., 
2003). Ten interviews were partially transcribed verbatim in German, and then
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translated to English by the author (McLellan etal., 2003). The transcript was created 
in a Word document, double-spaced with four columns (Table 12). The original 
question, in English and German, is in the far left column. The original transcribed text 
of the interview answer, in German, is in the left-middle column. The right-middle 
column is used for the English translation, and the far right column contains comments 
and reflections, to cluster the data into meaningful groups around a particular a priori- 
based thematic unit.
German Interview 
Question and 
English Translation
Original
Transcribed Text 
(German)
Translation of Text Expioratory 
Comments and 
Thoughts
Beschreiben Sie mir 
welche Aktivitaten 
Ihre Firma 
unternommen hat, 
um die Stella im 
Ausland zu 
besetzen?
Please describe the 
recruitment 
processes your 
company used to fill 
the international 
position?
“Hm, es war keine 
offene Stella, ich 
wollte eigentlich 
kündigen, und dann 
haben sie mich 
gefragt, wie sie mich 
halten konnen, ich 
habe dann gesagt: Ja 
dann schicken sie 
mich eben ins 
Ausland.”
“Hmm, it was not an 
official vacancy, 
initially I wanted to 
resign, and then they 
asked me what they 
could do to keep me, 
and I told them, yes, 
then send me 
abroad.”
Rather unhappy with 
her situation. She 
would have left the 
company if she had 
not been offered 
another position.
Table 12: Transcription sheet excerpt 
Source: Based on field studies
Interview transcripts were supported by the extensive use of note-taking during the 
coding process. Additional data was extracted from the preliminary profile sheet (see 
Appendix B). A brief introduction for each research participant can be found in 
Appendices E l and E2.
3.4.2. Template Analysis
To analyse the qualitative data obtained from in-depth interviews, a template analysis 
(TA) was chosen, due to its suitability for analysing “complex textual” qualitative data 
(King, 2004, p. 426). Template analysis enables open-ended interview questions to be 
coded. Furthermore, as TA is a widely-used framework in phenomenological research
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(Brooks & King, 2012), it can be used in “real world research within a wide range of 
epistemological positions” in organisational research (Brooks & King, 2012, p. 2). 
Nevertheless, its application is relatively new to expatriation research (Dickmann, 
2012). Central to the basic principles of TA is the a pr/or/approach to analysing textual 
data, and the balance within and across case analysis. King (2004) advises that a pre­
determined template of a pr/or/-based themes ought to be derived deductively from 
using existing literature or theory. From a comprehensive review of the expatriate 
management literature, and following the expatriation cycle, seven general factors 
leading to international assignment failure are defined on an a priori basis:
Organisational selection procedures 
Motivation to accept an lA 
Absence of cross-cultural training 
Language ability and communication problems 
Inability of accompanying spouse or family to adjust 
Expatriate managers’ adjustment difficulties 
Job ability and technical competence
(Tung, 1981, 1987; Mendenhall & Oddou, 1985; Black, 1988; Stone, 1991; Shaffer & 
Harrison, D., 1998; Insch & Daniels, 2002; Littrell, 2006; Tungli & Peiperl, 2009).
In the following step, it was decided to consult two intercultural experts,"^ to achieve and 
increase reliability (Cresswell, 2007). Although all participants claimed to be 
experienced managers, it was not possible to determine the individual degree of “job 
ability and technical competence” during the course of in-depth interviews. In addition.
^ The two experts work with intercultural consulting firms. One expert supports international 
assignees transferred to various countries, such as the UK, USA and Luxembourg, while the 
second is an intercultural trainer with an academic background in marketing and operations, 
who specialises in culturally based differences and specific cultural markets, such as Russia. 
Both experts are in frequent contact with international personnel, supervise relocation strategies 
and provide international assignment services.
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the data obtained from the preliminary questionnaire could not determine or measure 
the proficiency of the skills that the interview sample reported to possess. Therefore, 
the factor of “job ability and technical competence” was excluded from the data 
analysis, and six a priori-based themes guided the data analysis. An interpretive multi­
stage coding procedure, in accordance with template analysis guidelines by King 
(2004), was used. Each a priori-based theme was supported with a definition of the 
theme to help guide the analysis process. Participants’ answers were assigned a label, 
associated with a specific theme (King, 2004). Due to the small number of in-depth 
interviews performed in this study, a manual coding procedure could be carried out 
(Dickmann, 2012). The coding frame was further refined by reading participant 
transcripts again. In addition, factors that were independently raised by participants 
were considered in this analysis. For a better comparison of expatriate failure in two 
host countries, templates were revised several times during the analysis. During this 
coding process, sub-themes emerged, supporting the a priori-based themes. The 
coding template was produced, structuring the top-level themes and sub-themes that 
recurred (King, 2004). The same procedure was conducted for each interview. 
Appendix G details the final coding template for the entire expatriation cycle, from the 
initial selection and preparation to the actual assignment period and repatriation 
(Reiche & Harzing, 2009). An excerpt of the final coding template with the a priori- 
based theme and sub-theme of “organisational selection procedures”, a code definition 
of that theme and the referring code used in the data analysis is presented in Table 13.
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A Priori-Based Iheme  and Sub-Themes: 
SELECTION
Definition of Tem plate and Code
Organisational selection procedures Denotes parent company selection practices 
to ascertain a candidate’s suitability for an 
international position in the MNC subsidiary
Sub-theme (i) Informal selection 
procedures
Refers to missing organisational transparency 
in expatriate selection through informal 
selection procedures
• Sub-theme (ii) Shortage of suitable 
candidates
Refers to lack of candidates available in the 
pool of employees willing to participate in lAs
Table 13: Final coding template 
Source: Based on the author
During the analysis, new themes relevant to expatriate failure -  for example, informal 
selection procedures or a shortage of suitable candidates -  emerged. These were 
inserted into the final coding template. Each participant account that was analysed was 
unique, and not all of the a priori-based themes appeared in each case during the 
analysis. Motivational factors for expatriation, adjustment difficulties in the host country 
and other factors relative to the termination of the lA were as individual as the interview 
sample. During the analysis, there were some factors relevant to all participants, and 
some factors that were exclusive to certain participants (King, 2004). Some individual 
accounts proved to be “richer” than others, conditional on the contextual richness of the 
personal expatriate experience, the duration in the host country and the openness of 
the interview sample in sharing their personal experiences with the host culture (Ayres 
at a/., 2003). “Each individual account of experience occurs in a context of its own”, as 
Ayres at ai. (2003, p. 871) conclude. Brooks & King (2012) remark that “the researcher 
can expect the critical issues in relation to that topic being researched to arise in the 
data” (2012, p. 4). Similarities and differences were brought to the fore across cases 
when comparing country-specific factors attributable to host country cultural 
differences. The interview did not contain pre-formulated responses for the 
respondents. Therefore, participants were encouraged to express their personal 
experiences relating to each interview question posed. Since the data was not 
collected for testing specific hypotheses but to explore expatriate failure in depth, the
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data was only used in a descriptive sense, without reference to inferential statistics. To 
achieve an authentic empirical illustration and determine accuracy and trustworthiness 
(Krefting, 1990), some research participants from each group were invited to cross­
check and comment on the results of the analysis (Cresswell, 2002). This was initiated 
to confirm participants’ insights regarding the factors leading to the non-completion of 
an lA. Overall, the results were assessed to be credible.
By its nature, TA does not enable generalisations to be made from a small, ideographic 
study to the general population. It does, however, begin to build an understanding of 
some of the factors leading to German female expatriate managers’ premature 
assignment terminations, which may be important for further research. In conclusion, 
template analysis was thus a useful tool in bringing factors leading to female expatriate 
failure to the fore that were not included in the literature review.
This chapter provided the rationale for the methodological approach used in the 
research reported in this thesis. The underlying philosophical assumptions made for 
studying female expatriate failure were described, and the philosophical position for 
choosing qualitative methods was argued. The chapter provided an insight into the 
preparation that was carried out before entering the field of expatriation research and 
conducting interviews. The following chapter presents a comprehensive report of the 
data collected from in-depth interviews with German female expatriate managers with 
failed lAs in the UK and Russia.
4. Results
4.1. Introduction
Given the research aim of exploring the reasons why German female expatriate 
managers fail lAs, information about age, marital status, family status and the presence 
of a settled partnership at the time of their departure was requested (see Appendix F).
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From the preliminary data sheet (see Appendix B) and information collected through in- 
depth interviews, UK and Russia assignees shared the following similarities:
in their late twenties to late thirties 
unmarried 
childless
free of family responsibilities
not accompanied by partner or family when relocating to the UK or Russia
This chapter depicts ways in which the interview sample spoke about expatriation. 
These recollections are used to compare German female expatriate experiences in two 
culturally different host country nations: the UK and Russia. The chapter begins with a 
comparison of organisational selection and preparation, as experienced by UK and 
Russia assignees in ten different MNCs. Experiences in the actual assignment period, 
i.e. adjustment during the actual assignment -  including general, interaction and work 
adjustment in the host country -  are compared. This is followed by an exploration of 
the repatriation experience. The analysis concludes by presenting “other” factors of 
importance for, and shared by, participants, leading to the non-completion of the lA.
The following section presents an exploration of a select sample of German female 
expatriate managers with failed UK and Russia assignments. Results are presented 
through verbatim quotations translated into English, interspersed with interpretations 
and explanations from the researcher. Quotations are used to present personal 
experiences, with the following descriptors: JUL/ENG/20.16, where JUL represents the 
participant’s pseudonym, ENG designates the host country and 20.16 represents the 
quote’s location in the original recorded data.
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4.2. Phase One: Selection and Preparation
4.2.1. Organisational Selection Procedures
The a priori-based theme “organisational selection procedures”, as derived from the 
literature review, denotes parent company selection practices to ascertain a 
candidate’s suitability for an international position in the MNC subsidiary. This template 
concerns the organisational efforts used to fill a vacant position. Participants were 
encouraged during the interview to share their personal experiences:
“Please describe to me what kind o f recruitment processes your 
company used to fill the international position. Please describe to me 
how you were selected for this role.”
During the coding process, two sub-themes to select expatriates for lAs in UK and 
Russian subsidiaries were established:
(i) Informal selection procedures
(ii) Shortage of suitable candidates
Template analysis results concerning organisational selection procedures when filling a 
management position with expatriates in UK and Russian subsidiaries are presented 
and compared in the following section.
Sub-Theme: (i) Informal Selection Procedures
The template Informal selection procedures” refers to missing organisational 
transparency in expatriate selection for lAs. During the interviews, it became clear that, 
when recruiting potential candidates, a rather informal selection process was used, in 
similar fashion for both UK and Russia assignees. For both study groups, 
organisational selection took place outside of any systematic recruitment routines. 
Neither UK nor Russia assignees were asked to participate in psychological testing
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procedures. Furthermore, intercultural abilities, such as interpersonal skills, job skills, 
previous international experience, cultural sensitivity and local language ability, were 
not assessed.
It was articulated by UK-assigned expatriate managers that they were not engaged in 
any structured or formal selection procedure. Instead, they were offered new positions 
in rather quick and very informal ways. Their selection process ranged from merely 
being asked to being pursued for their specific skill set. Moreover, UK assignees were 
not required to apply for the job or go through a recruitment/interview process.
Some participants related that the process of becoming an expatriate was rather quick.
“I was approached. A t first I did not mean to take it, and suddenly I was 
mere." (MEL/ENG/4.41)
7 had a phone interview, and met the head office manager once for a 
chat. That was it.” (JUL/ENG/1.50)
Melike and Julia experienced very little formality during the selection process. It was 
rather informal, and the selection process was relaxed. Both were merely asked if they 
could imagine expatriating.
Other participants related that, although their selection process had been informal, they 
had been recruited systematically on the basis that they were qualified for the position.
“There was a team in London -  they were responsible for the German 
market. I believe they also could have found someone there. My boss 
came up to me, but I was told that I was the only one in the firm who has 
this expertise and then they made me call London.” (JES/ENG/3.21 )
Although Jessi was sought out for her skills, she did not engage in an official selection 
process. She was approached by her seniors, recruited, and was offered the position
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without having to take part in any further recruitment stages.
On the other hand, Melike felt she had just been chosen to fill a gap in the company, 
and that it had nothing to do with her own skill set, per se:
“It was quite clear that the position had not been internally announced 
within the bank. They were looking for someone, from either NY, FFM,
HK, LON, within these four locations, they were looking fo ra  “suspect” 
to take that position in the UK. They were just looking for anyone.” 
(MEL/ENG/1.50)
She felt that she had been chosen for pragmatic reasons. There was a lack of 
coherence in the selection process; Melike could not remember any criteria the 
company had established for candidates being chosen for an lA in the UK.
In sum, none of these cases exhibits traits of formality during the recruitment process. 
The participants were not assessed based on cultural competencies, and HR was not 
involved in a formal way. Instead, in all cases, the candidates were approached in 
rather informal ways, and the selection criteria through which they were selected were 
not clear to the participants.
Likewise, Russia-assigned expatriate managers shared similar experiences, 
suggesting that they too had been selected in a rather informal manner. As Emma 
explained, she felt that the process had lacked any official selection:
“That was rather weird -  the position was non-existent. The initial call 
came from my boss in Berlin, then they talked to the executive guy in 
Moscow, he agreed and then they sent me over. That was the selection 
process.” (EMM/RUS/1.46)
She was unable to identify any formal components of the selection process; instead.
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she spoke sarcastically about a “selection process", as she did not feel that there had 
really been one. Marla had a similar experience:
“They had no structured expatriate management or so in place within 
the company. You know in logistics they are rather casual and 
unconventional.” (MAR/RUS/11.14)
Marla recollected the informality of the situation, and had the feeling that the entire 
international selection process lacked a sense of seriousness.
Tine, on the other hand, had a completely different experience during the selection 
process:
“The HR had thought o f some criteria the person should possess: who 
would go there, and to be female were two o f the criteria.”
(TIN/RUS/0.25)
This statement, however, is unique in comparison to the others. She was the only 
participant who recalled any form of formality during the selection process.
The examples cited above indicate that international staffing was typically a matter of 
informality, which means that candidates were deployed without applying selection 
criteria such as technical skills, competencies or personality characteristics. Similarly, 
participants were assigned to international positions regardless of any further 
assessment of language capabilities or intercultural knowledge and awareness.
One interview question aimed at scrutinising whether the participants had to overcome 
hurdles in expatriate selection, and whether being female next to other potential 
candidates was an issue. The question asked:
“I’m interested in whether there were other (male/female) candidates beside you 
and whether you had to overcome any hurdles due to your gender?”
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Sub-Theme: (ii) Shortage of Suitable Candidates
During the coding process, the sub-theme “shortage of suitable candidates” came to 
the fore. This template refers to a lack of candidates available in the pool of employees 
that were willing to participate in lAs.
UK assignees reported that they had not been subjected to a fierce selection 
competition, and that they were often the only candidates considered:
7 was the first choice and I was the only candidate.” (MEL/ENG/10.00)
The ability to fulfil certain criteria, such as availability or job expertise, was reported to 
be the decisive factor in the selection process:
“The UK subsidiary preferably wanted someone who could arrive the 
next day.” (EST/ENG/6.75)
None of the participants identified that gender was a hurdle in terms of expatriation.
This is how Yasmine expressed her experiences:
“HR is female-oriented, as more women are in HR anyhow. There are 
not gender barriers to international assignments for those working in 
Hf?.” (YAS/ENG/6.68)
Moreover, participants such as Melike (below) believed they were judged based on 
their cultural background as opposed to their gender, as being German was considered 
advantageous during the selection process, as shown in the following passage:
“ There were no hurdles for me at all, not at all; it was rather cool that I 
was a woman and being German was an advantage, due to German 
efficiency, you know, albeit investment banking is rather male- 
dominated. ” (MEL/ENG/11.02)
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This is a very interesting quote for this study, reflecting that German national culture 
and gender is welcomed in the British working environment. Melike felt particularly 
advantaged as a candidate, despite the fact that she would be entering the male- 
oriented investment banking environment in the UK.
Likewise, it emerged that Russia-assigned expatriate managers were also the only 
candidates wanting to take advantage of international employment opportunities (see 
Appendix F). As Marla states, she was the only one who could take the position:
“There simply were no other people who could be sent; I was the only 
employee who spoke at least some Russian" (MAR/RUS/7.14)
Echoing Melike’s experience during her selection for an international assignment in the 
UK, Marla emphasised that it was her cultural skills, in the form of language, that made 
her a suitable candidate for the position in Russia. The ease by which many 
participants were selected for the lA was also attributed to a shortage of candidates:
7 was finally chosen over a candidate who rejected the job offer, despite 
the fact I spoke no Russian and was the youngest on the team.” 
(TIN/RUS/0.30)
At other times, being female was a requirement for the international assignment. As 
Kim explained:
“When they placed me there, I believe the idea was to send someone 
with ‘bite’ - 1  was a special managerial breed: female, young, that was 
the idea.” {K\M/RüS/^e.^7)
Kim exemplifies that her parent company wanted to send someone they believed could 
get the job done and someone they could count on to execute the assigned tasks for 
her lA.
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Comparing organisational selection procedures assigning expatriate managers to the 
UK and Russia, responses revealed that most participants shared the experience of 
informal selection. It was found that they were often the only candidates, and it was not 
clear why they had been selected for the lA. HR departments could not choose from a 
pool of candidates to recruit the best employee for the expatriate position. This was 
largely attributed to a lack of employees willing to expatriate. This leads to the 
conclusion that the primary aim of the organisation was to fill the international position, 
regardless of qualification. Furthermore, the participants appeared to have been 
selectively positioned within the MNC’s subsidiary; they were the right people in the 
right place at the right time. All participants, regardless of host country, believed that 
they were welcomed to participate in I As. Furthermore, they did not feel that they had 
experienced gender barriers, or that they had to outperform male candidates during the 
selection process. As such, they did not feel that gender had complicated their 
acceptance for an lA. This study's data therefore cannot confirm German females’ 
restricted entry into an expatriate manager role in the UK and Russia.
However, it can be concluded that a proper organisational selection process adds to 
expatriate success in I As.
The previous section illustrated the role that organisational selection procedures play in 
recruiting German female expatriates for an lA in the UK and Russia. The following 
section compares UK and Russia assignees’ motivation for participation in I As.
4.2.2. Motivation to Accept an International Assignment
For the purpose of this study, the a priori-based theme “motivation to accept an 
international assignment” was used to uncover personal motivations for accepting 
expatriation. This template denotes the employee’s willingness to accept a foreign 
transfer to a given location. It serves to highlight personal motivations for participating 
in I As, and the degree to which these interact with the willingness to expatriate.
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The preliminary data sheet (see Appendix B) and in-depth interviews were used to 
examine the factors that motivated German female employees to accept an lA. With 
the aim of advancing the understanding of the role that personal motivation plays in 
female expatriation, the following question was asked:
“Please tell me, what your reason o f motivation was to considéra  
position abroad?”
Three sub-themes concerning expatriate managers’ motivation for accepting an lA in 
the decision-making process before departure emerged:
(i) Negatively motivated desire for change
(ii) Professional development
(iii) Interest in foreign cultures
Sub-Theme: (i) Negatively Motivated Desire for Change
The template “negatively motivated desire for change” refers to frustration with the 
previous position held and a difficult employment situation in the home country. To gain 
insight, participants were asked if it was their first lA in the host destination, and why an 
lA had been accepted.
None of the participants reported to have completed an lA in either the UK or Russia 
before. There was no difference between UK- and Russia-assigned expatriate 
managers with regards to who had instigated the international transfer; all participants 
expatriated of their own volition (see Appendix F). During personal interviews, no 
evidence was found to support the idea that any of the participants had felt pressurised 
or were forced by their organisations to take the international route and accept an lA. 
This finding lends some support to the idea that the UK and Russia may be attractive 
expatriation destinations for German female expatriate managers.
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As most participants in this study initiated their lA themselves, it seems that both the 
expatriate destinations studied could be locations where German female expatriate 
managers can see themselves living and working. This might be explained by 
Germany’s business relationships with the UK and Russia or by other mitigating 
factors. Furthermore, all participants may have been motivated to expatriate to London 
or Moscow due to their discontent with their home country workplace situation and, 
therefore, experienced a negatively motivated desire for change.
The primary motivation that emerged for UK-assigned expatriate managers concerned 
the general desire to change their previous circumstances, and their discontent with the 
home country before departure. The majority expressed that personal motivations to 
work in London were largely associated with dissatisfaction or boredom with the 
previous position held in Germany. The following passage presents a typical example 
of a negatively motivated desire for change:
7 was in a phase in which i was discouraged, i had a probiem with a
coiieague. i was looking for a new Job and the posting crossed my path. ”
(EST/ENG/6.05)
Estelle’s response highlights that she felt that an lA would help to improve her current 
situation. As such, her motivation to engage in an lA was based on her urge to leave 
her former job, and the lA gave her the option to escape.
In this sense, the motivation to accept an lA was not based on the wish to model the 
future; instead, it was more grounded in the desire to escape the present situation. 
Estelle did not refer to the distinction of an international or national job offer. Indeed, 
these external motivating factors did not seem to come into play. She was motivated to 
take a new job as a reaction to negative feelings about her present situation, instead of 
the draw factors of the positive reasons associated with participating in an lA. Julia 
echoed Estelle’s motivation to leave her old position:
88
7 was to leave the company and to withdraw from my position, and then 
they came up to me and asked what they could do to keep me. i told 
them to send me abroad, then they picked up the phone, made a few 
phone calls, and then the position in London was offered to me. ” 
(JUL/ENG/1.01)
For Julia, the idea of an lA was a great motivation. She seemed aware of her 
importance in the company and saw an lA as a means to further increase her value 
within the company. She was able to rely on the company's terms of employment, 
which would also be upheld in the subsidiary. More important, however, was the idea 
that moving to the UK was a solution to the difficult employment conditions she was 
facing in her current workplace in Germany. Melike expressed a similar sentiment:
“For me it was imperative, due to some reason, that i was seeking to 
leave my position in Germany, i  was trapped on a dead-end street.” 
(MEL/ENG/3.18)
For her, going abroad presented itself as a further career development, which she 
could only fulfil through an lA. Melike’s choice to expatriate was also negatively 
motivated, as it was not that she was drawn to going to the UK. Instead, she needed to 
leave her position in Germany to ensure her own professional development (for more 
on career advancement, consult sub-theme: (ii) professional development).
In contrast, however, such negative motivations were not present among Russia- 
assigned expatriate managers, with one exception. The home situation had led her to 
relocate:
7 wanted to leave the company, i was proactive in escaping my position, 
i had a grumpy superior who did not treat me well. He treated me like 
his secretary, i  was lucky enough to be in the position to know someone
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from the board o f directors, i toid them to change my position or i wouid 
ieave. They were interested in keeping me in the company and so they 
asked me if  i wouid accept going to Moscow.” (MAR/RUS/7.20)
Marla’s motivation was related to the discontent she felt in her present job. Her strong 
motivation to engage in an international assignment was evident in the ways she used 
her managerial ties to instigate her lA. She saw no other option than to leave her 
position and go to Russia; otherwise, she would have remained in the same disgruntled 
situation.
Other participants, like Tine, were open to new destinations and the curiosity of the 
upgraded position offered. She used the following words:
“Yes, it was definitely the curiosity that compelled me to seek out a work 
placement there.” (TIN/RUS/2.08)
Emma was also intrigued with the idea of leaving her position in the parent company. 
She recounted that she was motivated to implement procedural working measures, and 
that was the main trigger for her to go to abroad.
7 wanted to bring them the Berlin style, to put a specific working method 
in place, that was very dose to me.” (EMM/RUS/3.45)
To summarise, the motivation to accept an lA was not driven by a desire to witness a 
new culture or live in a foreign city. None of the participants explicitly stressed that they 
wanted to expatriate to a certain destination; they only put forward that they wanted to 
leave. Why more UK-assigned expatriates were negatively motivated when compared 
to Russia-assigned expatriate managers cannot be answered by the data obtained 
over the course of this study, as the aim is not to generalise beyond this sample 
studied.
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Results demonstrate that motivational factors were negatively driven, hence seeking 
out and accepting expatriation. Many participants sought out an lA because of 
demotivation in previous positions and difficult employment situations.
Sub-Theme: (ii) Professional Development
The template “professional development” refers to reasons such as prospective career 
opportunities, personal challenge or promotion within the organisation. It emerged from 
the interviews that potential career development was a key reason for accepting 
expatriation. All participants in this study agreed to take on managerial roles in MNCs’ 
subsidiaries, and linked such benefits to the international position. For all, the 
opportunity to go abroad and take constructive steps towards managing their career 
was paramount.
For example, UK-assigned expatriate managers referred to pragmatic considerations 
relating to building foreign work experience. Julia, for instance, commented that she 
had actually planned to work in China, and the decision to go to London was made 
completely on impulse:
7 accepted going to London, although initially I wanted to go to China, 
but for my career it was strategically important to accept the position 
there.” (JUL/ENG/4.10).
Despite the fact that Julia was interested in obtaining a specific cultural experience, 
considerations about her career were prioritised. Julia’s decision to go abroad was not 
driven by cultural factors; instead, she sought to expand her career horizon by 
accepting the lA, regardless of where she would be located. Melike reiterated that her 
attraction to British culture also did not factor into her decision:
“The main drive to expatriate was that I did not find another position 
within the company. I was so frustrated with my position, I was so
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astonished that somebody finally wanted me there.” (MEL/ENG/6.02)
This highlights the role that career development played in the participants’ choices to 
accept an lA. These senior managers were pragmatically driven to expatriate.
Similarly, participants from the Russia study group also expressed that career 
advancement was a key motivator in their decision to accept a managerial position 
abroad. Kim claimed that the primary reason why she had accepted an lA was that she 
saw it as an opportunity to move up the managerial ladder.
7 took the assignment in Russia as it was a career move for me. ” 
(KIM/RUS/15.22)
Emma also spoke about her professional reasons of improving her career prospects 
and enhancing her employability.
“The move to Moscow was primarily a career decision for me; it was a 
great enhancement for my CV, and it showed that one is open for rather 
uncommon requests." (EMM/RUS/3.25)
Emma considered her lA to be an increasingly common career experience. Russia was 
not chosen as a specific culture of interest, but was selected solely based on the idea 
that it would help her to gain desirable work experience.
Tine believed that she would have a higher position in Russia, as she was in a rather 
junior position in Germany and the transfer would allow her to climb up the “greasy 
pole”. Tine, for example, found that working internationally had more scope in terms of 
her career advancement when compared to staying in Germany:
“For me, the job in Russia was definitely a good chance to progress my 
career. With this Job, I clearly reached to the front row within my 
organisation. The subsidiary I led was the biggest worldwide.”
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(TIN/RUS/2.41)
As such, despite the fact that she had been assigned to Russia, she did not see the 
country as a draw, and therefore was not motivated by the potential for a new cultural 
experience. Instead, she considered the lA only as a step to further her career. The 
fact that the assignment was in the cultural environment of Russia did not come into 
the decision-making.
In sum, a number of observations have been made about motivational factors 
influencing the decision to accept an lA. First, the host culture did not play any role 
during the decision-making for UK- or Russia-assigned expatriates. Second, the main 
considerations for going abroad were career-based, and stemmed from limited 
promotion opportunities to senior management in Germany. Although all participants in 
this study climbed up the managerial ladder, none of the participants mentioned salary 
or bonuses as a motivational factor during the interviews, leading to the assumption 
that the lA was not financially beneficial. Third, all participants in this study emphasised 
that their decision to go abroad had been made as part of an individual career 
enhancement decision, and independently and actively pursued their international 
career with promotion. Accordingly, it was felt that working internationally enhanced 
their careers when compared to staying in their positions in Germany.
Sub-Theme: (iii) Interest in Foreign Cultures
The template “interest in foreign cultures” refers to professional skills development, in 
terms of increasing intercultural competencies. Although it was not the primary reason 
why participants chose to expatriate, the majority of responses indicated that the 
international transfer was accepted because of an active interest in developing 
intercultural competencies (see Appendix B). UK-assigned expatriate managers (e.g. 
Julia, Yasmine and Estelle) expressed their interest in the development of intercultural 
competencies in the preliminary data sheet, but did not elaborate any further on this
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during the course of the interview (see Appendix F for reference).
In contrast, Russia-assigned expatriate managers expressed the desire to broaden 
cultural horizons and to experience cultural novelty (see Appendix F).
Tara expressed her excitement at leaving Germany and expatriating to Russia; she 
had a thirst for adventure. Her ability to go abroad had been facilitated by her age (27), 
which made it possible work to abroad as she was single and free of family 
responsibilities. She explained her situation with these words:
7 wanted to go to a country where I would be completely lost. I 
particularly wanted to go to a country where I did not speak the 
language, and where I did not know the culture. And where I... hmm... 
was going to be really challenged, this is why I wanted to work in China,
Korea, or, after all, I landed in Moscow. "(TAR/RUS/5.57)
By going abroad, Tara hoped she could stretch her personal boundaries and work on 
her personality. As such, she sought a country as culturally distant as possible, and her 
attraction to Russia underscored her belief that the Russian national culture was 
extremely distant from her German national culture. Russia was therefore a challenge 
for her.
Tine reiterated her interest and passion in experiencing different cultures, as she liked 
the idea of entering a new, “distant” culture.
7 was curious to see something different in some corners o f the world 
where I had never been and would never be able to reach. I had a 
passion to live abroad, and to experience a different culture first-hand 
definitely motivated me!” (TIN/RUS/2.17)
The notion that Russia represented a culture dissimilar to her own prompted Tine to
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accept the lA in Moscow. The large cultural distance she felt from the country made it 
attractive to her. Furthermore, she was motivated to accept the position because she 
did not believe that she would be able to reach such a faraway place without the help 
of an lA.
The preceding section demonstrated that German female expatriates were highly 
motivated to accept an lA and to pursue an international career. Furthermore, it has 
been shown that, even though UK and Russia assignees were highly interested in 
gaining cultural experiences, none of them chose the host destination due to a specific 
cultural interest. As such, it appears that cultural interests in these specific host 
cultures were not strong. Furthermore, German female expatriate managers assigned 
to the UK may have considered their lAs as less culturally distant than those who had 
been assigned to Russia.
4.2.3. Cross-Cultural Preparatory Training
The a priori-based theme “absence of cross-cultural training”, as derived from the 
literature review, denotes a lack of organisational support in training expatriates with 
regards to host country cultural differences. A sensitive factor shared in this in-depth 
exploration examines the expatriates’ ability to adjust to the new cultural environment. 
During the interviews, it was highlighted that most participants experienced a lack of 
organisational training. With the aim of advancing understanding of how expatriates 
were prepared for their I As, they were asked:
“Please explain how your organisation prepared you for the international 
assignment. ”
The prompt “intercultural training” was used to describe any pre-departure preparation 
provided by the parent company to support expatriate cultural adjustment to the host 
country. It was reported that most expatriates received neither intercultural training nor
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other preparations. A common remark among UK-assigned expatriate managers was 
that no organisational training efforts were undertaken to support expatriation. All UK 
assignees indicated that they had not received any form of pre-departure training. One 
participant, however, did explain that she had been provided with a pre-move cultural 
briefing in the form of a written guide:
“The HR department gave me a 50-page pamphlet, ‘How to behave in 
the UK’, which was rather useless." (MEL/ENG/16.23)
Melike did not rate this form of organisational support as relevant to or beneficial for her 
cross-cultural preparation. Her choice of words suggests that she possibly expected 
something more specific or materials that would be delivered in a different manner.
Another participant reported that she had been prepared extensively on tax issues 
only. She suggested that she missed intercultural business preparation training:
7 wish I would have been told how I should behave in business 
situations, like how a Brit behaves, which is rather different than I am 
used to behaving.” (JUL/ENG/7.30)
Julia's statement refers to the lack of organisational preparation for coping with the 
demands encountered in the foreign business environment. She realised that she 
needed to understand behaviour in the context of the host culture, but she had not 
received any training on social interactions in British culture. Estelle reiterated these 
sentiments:
“They should have sensitised me to the fact that the cultural 
environment is different, to be a bit sensitive and leave my German 
directness at home.” (EST/ENG/16.17)
Estelle also articulated her need to have been prepared specifically for intercultural
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communications and for interacting with British co-workers.
Due to the lack of training, these participants experienced difficulties in intercultural 
encounters. This could be found in the underestimated differences between the cultural 
codes of behaviour in the UK and Germany. Furthermore, UK-assigned expatriate 
managers blamed the parent companies for having missed the opportunity to train 
them prior to departure, as they felt it was the organisation’s duty and responsibility.
However, some Russia-assigned expatriate managers also remarked that they did not 
receive any organisational pre-departure training, captured in the following sentences:
“There was nothing, nothing official, like intercultural training or so on. ” 
(TAR/RUS/13.08)
7 was provided with nothing official, like an intercultural seminar or 
two/three hours’ briefing or so on.” (EMM/RUS/08.08)
Both statements refer to the lack of official training provided by their employers. They 
also imply reproach towards the parent company, evident in statements that imply that 
even minimal training of a short duration would have been appreciated.
Marla requested that she should be given cultural training. She then received an 
external preparatory course with an intercultural training facility.
“Oh, yes, I remember, I had one day o f intercultural training. I had to 
fight for that. I had to organise a trainer myself and she was specialised 
in Russia. I had four to five hours; I needed four or five days. ”
(MAR/RUS/20.49)
This highlights that her employer was only willing to provide pre-departure training 
because of her demands. She also blamed the company for neglecting the importance 
of providing intercultural training, as the training they did provide was insufficient. She
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desired a deeper understanding of Russian culture, which could only be obtained via 
comprehensive cultural training.
The response also identified that the training that had been provided had not been 
specifically tailored for women.
“No, that was not training for women. But it was especially formulated for 
Russia - 1 was just lucky that the trainer was a woman. ”
(MAR/RUS/22.51)
During the interview, Marla also described how she had been prepared and how she 
evaluated the usefulness of her training. The training was crafted as business training 
for customer relations in logistics in Russia.
“We did not talk about cultural differences as far as I can remember. It 
was practical that she talked about differences in how to behave with 
customers. ” (MAR/RUS/23.45)
Marla appreciated this approach, as it enabled her to be well prepared for the specific 
demands of her job. She realised that she had become sensitive to work differences, 
and was thus prepared for differences in her interactions with customers. She valued 
the fact that she had been able to participate in a country-specific seminar dealing with 
the actual practices of working in Russia. However, a general introduction to the field of 
cultural awareness, intercultural communication and cultural differences was omitted in 
the training, possibly due to its limited duration of four to five hours.
Other participants reported that they were not aware that they could have participated 
in cross-cultural training before departure. One participant stated:
“At that time, I did not even know that such intercultural training was 
provided by my company in Germany, and that I could have participated
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/A7/f.” (TIN/RUS/10.12)
Although Tine had not been informed that she could have participated in training, she 
believed in retrospect that she would have benefited from such a programme. This also 
places the blame on the parent company, as they failed to inform of such programmes, 
and therefore neglected expatriate managers’ cultural needs.
One participant did report that she had received intensive management training for the 
duration of a week before departure, and she also received a full day of intercultural 
preparation training:
“There was a one-week course in a training facility. It was really good, 
we met for one week and received intercultural training for one day -  
that was cool. The rest was about how to use media and manage 
people, etc. in Russ/a. "(KIM2/RUS/0.50)
Kim’s statement shows that the provision of intensive training was appreciated and 
helpful. To the question about whether that training was specifically tailored for women, 
the following answer was given:
“The course was unisex... but let me reflect... from fifteen expatriates in 
that course, there were only two men with us.” (KIM2/RUS/1.27)
Although the majority in the training course were female, no apparent gender-specific 
content was taught.
Two participants reported that they had been provided with a paid pre-move visit to 
Moscow for a few days to explore the city:
7 was given the opportunity to travel to Moscow for two days to meet the 
new team. Even though it is always valuable to get to know whom you 
work with, this trip did not contribute to my cultural preparation."
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(TAR/RUS/10.07)
This excerpt reflects the fact that preparatory efforts provided by the organisation are 
highly appreciated. Nevertheless, a look-and-see trip could not replace cross-cultural 
training.
In sum, participants recollected that German MNCs either omitted or disregarded 
cultural familiarisation training for expatriate managers. Both groups remarked that 
organisations offered virtually none or limited in-house pre-departure and cross-cultural 
preparation training that would support adjustment to the host country workplace. First, 
all participants criticised that a) preparatory cultural training was absent, and b) training 
programmes were not made available to them. Those who had received pre-departure 
training expressed that, although they valued and appreciated the “limited” initiatives 
their companies had undertaken to help cultural adjustment, they felt that they had 
received little to no organisational support. Second, most participants stated that they 
had very limited time to prepare for expatriation. A lead-time of one to three months 
before departure might limit the length of time available to be devoted to preparation 
and training. Finally, it seems that the participants in this study felt that HR managers 
placed no importance on training for national cultural differences, neither in the home 
country nor in the host country.
Accordingly, participants’ beliefs that they would have benefited from cultural training 
seem to indicate that providing cross-cultural training could have prevented expatriate 
failure.
Sub-Theme: (i) Intercultural Self-Preparation
During the coding process, the sub-theme “intercultural self-preparation” became 
evident. This template refers to participants’ own assessments of gathering knowledge 
on cultural differences in the host culture prior to departure, to support expatriate
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adjustment.
Self-initiated cross-cultural training of UK- and Russia-assigned expatriate managers 
varied. Managers’ own efforts undertaken to gather knowledge about the national 
cultural differences of the host culture prior to departure were linked to a given lead- 
time of between one and three months on average before expatriation. The time 
available to self-prepare was severely restricted by a limited planning horizon prior to 
departure. In-depth interviewing scrutinised the efforts of self-preparation to familiarise 
with the host culture:
‘Tm interested in what you did to make yourself familiar with the host 
culture; please tell me about it. ”
The following three statements depict the priorities that were made in terms of 
organising expatriating to London under time pressure:
“Hmm, actually I did not prepare myself... hmm, actually I was fighting to 
organise myself as I was so engaged with the move to London. I only 
had a few weeks to train my expert knowledge, there was no time left for 
other preparations. ” (EST/ENG/18.22)
7 actually did relatively little to prepare, nothing that was intensive. I had 
rather thought about what to take there and what to leave at home.” 
(MEL/ENG/32.28)
7 did nothing, I jus t went there.” (JES/ENG/15.45)
These answers reveal that UK assignees had only prepared themselves for practical 
matters, which they explained was their only choice given their limited amount of time. 
Therefore, their preparation had not included any cultural preparation, as practical 
issue were prioritised and the cultural issues possibly did not even come to mind. This
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was likely to be because participants did not feel that intercultural preparation was 
necessary, given their preconceived notions about the “small” cultural distance 
between Germany and the UK.
7 knew the country, I did not need to prepare myself.” (YAS/ENG/9.26)
Yasmine’s knowledge of the British culture, and the fact that she had been there 
before, meant that she did not see any need to engage in cultural preparation. As such, 
the prioritisation required to prepare for lA in a limited amount of time led participants to 
neglect cultural preparation, as they did not directly see its importance.
From these comments, it seems evident that UK-assigned expatriate managers were 
not aware of the importance of initiating their own efforts to self-train, gathering 
knowledge on cultural differences before expatriating to the UK. They did not consider 
it to be essential for their cultural adjustment. In stark contrast, Russia-assigned 
expatriate managers expressed an entirely different view towards their efforts in 
training about the cultural differences of the host culture by themselves.
The initiatives regarding intercultural self-preparation to support successful adjustment 
in Russia were mixed. Some, however, felt the urge for preparation. The common way 
to cope with the organisation’s omission of cross-cultural training as part of their 
individual assignment preparation was to rely on personal contacts, as Emma and 
Marla explained:
7 was not given a seminar, so I called a friend who was already living 
there. Not knowing anything, that move to Russia was a real jump into 
the deep end.” (EMM/RUS/8.00)
7 met up with a Russian friend from former times. I call him my ‘survival 
hook’, he helped me to settle in and explained everything about Russia 
fo me.” (MAR/RUS/21.13)
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These quotes reflect that Russia-assigned expatriate managers felt the need to learn 
about culture, and explored ways to get the information outside of formal training, 
primarily by obtaining information from conversations with friends. A systematic and 
professional approach to familiarising with cultural knowledge of Russia was therefore 
not chosen.
In at least one case, the preparation did not lead to the desired outcome. Tine thought 
she could advance her understanding of Russian culture by engaging with Russian 
writers. Tine expressed the following:
“Basically, I did not do anything. I remember now that I called my 
predecessor to ask him which books I should read. He said Russian 
literature, simply Russian literature, nothing has changed for centuries, 
and he was right. I read Tolstoi -  and really nothing had changed ever 
s/nce.” (TIN/RUS/20.40)
Tine also chose to rely on the experiences of one of her acquaintances, and followed 
the advice on how to come to grips with Russian heritage. She felt that this was a good 
cultural preparation, and found the insights applicable to her daily life.
Comparing efforts with regards to self-preparatory training, it came to the fore that none 
of the UK-assigned expatriates undertook any efforts. This was in contrast to Russia- 
assigned expatriates, who were proactive in learning about the host culture. However, 
both groups lacked an understanding of the importance that knowledge of the host 
country language and culture had for their lA success. They failed to fully self-prepare 
to increase their ability to adjust to living in a new cultural setting.
In summary, a difference between UK- and Russia-assigned expatriates exists. Due to 
prior visits or studies in England, and the ability to speak the local language, some UK- 
assignees assumed to “know” and understand the British culture. The assumption that
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there was nothing to learn about the British culture meant that assignees neglected 
pre-departure preparation and cross-cultural self-training for adjustment in the UK. This 
was compounded by the belief that British culture and customs were not so far 
removed from Germany, which led to limited awareness about the cultural differences 
between the two countries. In contrast, Russia-assigned expatriates realised that 
culture would present difficulties in adjustment. Accordingly, a few more initiatives to 
prepare, such as talking with Russian colleagues, were taken. Reading Russian 
literature to prepare for cultural differences was also mentioned. This shows that 
Russia-assigned expatriates, although still lacking a full understanding of the necessity 
of such preparations, showed more awareness of the difficulties they could face when 
trying to immerse themselves into a culture that was perceived to be significantly 
different to their own. The present study supports previous research that a lack of 
cross-cultural adjustment is a factor that increases the chance of German female 
expatriate failing lAs in UK and Russia assignments.
4.2.4. Language Ability and Communication Problems
In the context of this study, the lA required expatriates to communicate in a second 
language. A crucial factor shared by participants in this in-depth exploration was 
proficiency in the local language. The a priori-based theme “language ability and 
communication problems", as derived from the literature review, denotes foreign 
language competencies and the ability to converse in the host country language.
UK- and Russia-assigned expatriate managers’ general language proficiency was also 
determined with a question in the preliminary questionnaire. The self-rated ability to 
converse in the local language, as well as any other languages spoken, was checked 
(see Appendix B). As part of the interview schedule, assignees were asked:
“How confident were you in your foreign language skills when you arrived for
your foreign assignment?”
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It was found that UK and Russia assignees were selected for their lAs without being 
tested in foreign language skills. All of them reported that foreign language fluency was 
not a criterion they were checked on during the organisational selection (see Section
4.2.1. Furthermore, the willingness of UK and Russia assignees to learn the local 
language varied. A discrepancy in the level of proficiency to which they could function 
in the UK and Russia came to the fore.
All UK-assigned expatriate managers rated their English language as proficient. 
Accordingly, language difficulties were rarely raised during the course of the interviews 
with UK-based expatriates. In the case of the UK, general language proficiency 
appeared to help avoid any major difficulties; however, limits to language skills still 
challenged Melike:
“Of course yes, I am fluent in English. I reached my boundaries, it is not 
my native language, I can simply express myself better in German than 
in English, and we spoke English all day."(MEL/ENG/55.15)
This exemplary quote expresses the fact that, although Melike was “fluent” in English, 
she believed that she could have communicated more professionally in German. As 
such, language proficiency does not mean that expatriates don’t face daily linguistic 
obstacles in the workplace and social life. Communication routines were thus realised 
within observed limits. Participants assigned to a country where English was readily 
spoken still faced barriers.
In contrast, the language competencies of UK-assigned expatriate managers stand out 
when compared to Russia-assigned expatriates. The Russian language capacity prior 
to arrival ranged from no experience to proficient, but all claimed fluency in English. 
However, a prominent theme was the lack of command of Russian language skills, 
recognised as being a major barrier in communicating with host nationals. Furthermore, 
Russia-assigned expatriates could often circumvent the need for a working knowledge
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of Russian, as senior management communication in Russia primarily used English. 
Nevertheless, the demands of using both of these languages varied from case to case.
It became evident that the majority of Russia assignees struggled with language during 
their entire stay for various reasons, such as expressed here:
“A real hindrance was the language there, despite the fact that in our 
subsidiary the main spoken language at the management level was 
English, even with our clients. But o f course, it was an obstacle not to 
speak Russian when you are on your own and lost somewhere.
Knowing the language is the key to communication.” (EMM/RUS/8.44)
This illustrates the fact that the significance of language knowledge -  in this case, the 
Russian language -  had been underestimated in the context of a foreign business 
environment. Emma experienced the necessity of speaking Russian in various 
business situations, where this could not simply be substituted with English. Moreover, 
the participants’ self-reported fluency in English proved not to remove the obstacles 
caused by a lack of language ability, as English is a foreign language for both business 
partners and colleagues, neither of whom could be expected to master English at a 
high enough level. Accordingly, a lack of mastery of the Russian language proved to be 
an obstacle in business as well as social interactions with Russian host nationals.
When both study groups were compared, it came to the fore that language proficiency 
was not an organisational selection criterion for the UK or for Russia assignees. This, 
as well as the evidence presented above, illustrates that MNCs failed to understand the 
importance and necessity of foreign language proficiency in expatriation. Expatriates 
are assumed to speak at least basic English. It seems that German MNCs do not 
include language proficiency on their list when recruiting their international cadre, and 
instead believe that English can function as the language of business. According to the 
participants in this study, this did not suffice in reality. They reported that their limited
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knowledge of the host country’s language was problematic, not only in the workplace 
but also in everyday life.
The results of this study show that participants faced major hindrances to 
communication in both the countries studied. Even the English study group, who had 
self-reported a high-level of proficiency in English, related the major role that language 
played in successful business interactions and the discomfort they felt when they did 
not understand the inherent rules of English communication. They experienced 
problems that derived from communicating in a non-native language -  for instance, 
confidence and comfort. This was further complicated in countries such as Russia, 
where more than one working language was required, and expatriates were forced to 
communicate in a second language (English) with colleagues who were also non­
native English speakers.
During the course of analysing participants’ accounts, the sub-theme “language training 
provided by the organisation” emerged.
Sub-Theme: (i) Language Training Provided by the Company
The template “language training provided by the company” refers to the level of foreign 
language proficiency and ability to communicate in the host country language. In terms 
of organisational language preparations prior to departure, neither UK- nor Russia- 
assigned expatriate managers were supported with language training. One exception 
was reported by Tine, who had zero Russian language proficiency before her 
departure. Her parent organisation provided her with a language course and enrolled 
her in a pre-departure language-training programme to learn Russian.
“My employer provided for me. They did everything for me so that I 
could prepare myself language-wise so I could communicate there.” 
(TIN/RUS/2.01)
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Tine felt that her parent company had adequately provided the language training that 
she needed. As such, she valued the efforts the parent company had undertaken, as 
she was aware of the importance that high-level language skills had for communication 
in the host country language. Furthermore, she felt that this language participation had 
supported her adjustment to her new and unknown cultural environment.
In comparison, the other participants did not receive the same level of support from 
their parent companies. Most companies failed to see the value of providing support in 
the form of language training:
“No language course was provided. You would expect that the Russian 
language would be required for such a job and that all expats would 
speak it. But then, no other expats there could speak Russian, so we 
spoke English.” {K\m/R\JS/56.46)
Kim rated herself as having “zero to basic” Russian. Regardless of this limited 
language ability, she was not offered any language support. Her statement indicates 
that she was relieved to find that other expatriates in the host country subsidiary had 
also not mastered the Russian language, which led them to use English as the lingua 
franca.
The participants recalled that their MNCs had failed to understand the importance and 
necessity of foreign language training. Language proficiency is highly important for the 
complex process of expatriate adjustment to the local host culture. Limited language 
proficiency created distance between the assignees and their colleagues and host 
culture. Being unable to speak Russian or understand the inherent rules of a common 
language, such as English, led participants to feel lost and on their own. Indeed, it can 
be argued that language knowledge was essential for communication and therefore, 
without question, was a necessity for adjustment to the host country.
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During the coding process, expatriates' motivations for improving language proficiency 
became evident, and the template "other initiatives to learn a foreign language” 
emerged. How English and Russian communication skills were improved by this 
study’s participants is compared next.
Sub-Theme: (ii) Other Initiatives to Learn a Foreign Language
The template “other initiatives to learn a foreign language” refers to the participants’ 
own efforts to learn the local language, beyond the training offered by their 
organisations.
Expatriate managers with lAs in the UK collectively voiced that they did not see the 
need to improve in the English language. It was found that none of the UK assignees 
had taken any initiatives to further train in English.
In contrast, all Russia-based expatriates stressed that they desired to learn Russian. 
Such initiatives are best explored from an exemplary participant case. Tara was offered 
an lA with very short notice (three months lead-time), and this time constraint limited 
her ability to prepare and acquire a Russian language proficiency. She did, however, 
manage to carry out some ad hoc preparations, such as:
“... learning the alphabet and to know basics like bread, milk, eggs, right 
and left, up and down, and the co/ours. "(TAR/RUS/19.26)
The difficulties faced by Tara, such as attaining a high level of language skills in a 
limited time, preparing for her lA and maintaining the expectations of her job, highlight 
the circumstances that expatriates have to cope with. They are forced to complete 
preparatory arrangements under constraints of time, often with limited parent company 
support. Tara was forced to rely on a clever strategy to acquire at least the minimum 
vocabulary with which she hoped to survive upon arrival. She thought that she could 
learn Russian once she was living in the country:
109
7 aimed to learn Russian on-site, but in the end I did not. That matter 
was resolved rather quickly because we only spoke English in the 
o/f/ce.” (TAR/RUS/18.15)
Despite Tara's plans to learn Russian to facilitate her adjustment to a foreign culture, 
her motivation quickly faded when the everyday work reality did not allow her -  or 
require her -  to do so, although she could learn English, which likely facilitated her 
adjustment to the work environment. She soon gave up her initial plan to learn 
Russian, which would have created distance between the host country culture and the 
English-language-driven workplace culture. Other participants echoed her experiences. 
They reported their desire to learn Russian but did not pursue it, as the basis of official 
communication in their Russian subsidiaries at the senior level was English as well.
One participant, in contrast, continued her original plan to study Russian. Marla, 
working in logistics, stated that she had some degree of proficiency in general Russian 
language skills, but lacked technical terminology, such as “forklift”. She referred to the 
fact that, although she was fluent, she lacked the proficiency to communicate in the 
“Fachsprache” (technical terms). As such, she considered that it was important for her 
to speak Russian, as it would be advantageous for her daily work environment.
7 had asked if  I could get an intensive Russian language course for four 
to six weeks. I was told a no, so I got myself a Russian teacher and put 
a lot o f effort into learning the language. I studied Russian for four hours 
every Saturday.” (MAR/RUS/31.74)
Upon arrival, Marla saw the potential to foster her language competencies and 
arranged for language training at the weekend, as she was driven by her own 
motivation to study the language even without her employers' support.
No differences arose between UK and Russia assignees in terms of language training
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prior to departure. Language training was not a matter of concern for MNCs when 
sending their personnel to work in the UK or Russia (with one exception for Russia). 
However, with regards to other initiatives taken to learn the language, beyond the 
training that MNCs had offered, this study reveals that there was a large difference 
between participants’ self-perceived need to learn the language, depending on the host 
country in question.
UK expatriate managers tended to rely on their previous language skills and believe 
that their level of proficiency would be enough to actively engage with host nationals. In 
contrast, participants who were assigned to Russia felt a need to learn the language 
but were not given the opportunity to do so. However, when they realised that they 
would not be required to speak Russian on the job, they relaxed their desire to learn 
the language, as they could rely on their English language skills. Initial training plans 
fell away in the face of the workplace reality, the energy required, and the time 
constraints associated just with having to adjust to a new working environment and 
other cultural norms. Although senior managers are expected to have a certain mastery 
of the English language, participants did not perceive a need to complete language 
training to enhance their English language proficiency.
The current study shows that the lack of self-motivation or time to learn the host 
country language means that if language training was not provided by the parent 
company, the participant’s capacities for language learning were limited. Against the 
background of the participants’ difficulties in communication, which is explained in 
Section 4.2.4. it seems that UK- and Russia-assigned expatriate managers would have 
benefited from language training to either overcome linguistic boundaries (UK 
assignees) or the lack of foreign language proficiency (Russia assignees).
Difficulties with the local language and dissatisfying communication situations in the 
host country created frustration. Finally, it can be concluded that language ability and
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communication problems are both factors increasing the likelihood of German female 
expatriate failure in I As.
The previous section illustrated the roles that organisational selection and expatriate 
preparation play in the first phase of the expatriation cycle. The following section 
focuses on the second phase, the actual assignment period, to shine a new light on the 
additional factors that play a role in expatriate failure. The next section compares the 
similarities and differences between German female expatriate managers’ adjustment 
difficulties in UK and Russia assignments.
4.3. Phase Two: The Actual Assignment Period
4.3.1. Inability of Accompanying Spouse or Family to Adjust
The following section presents the results of the TA that pertains to the actual 
assignment period in the host country. The a pr/or/-based theme “inability of 
accompanying spouse or family to adjust’’,^  as derived from the literature review, 
denotes the trailing partners’ difficulties in social integration due to developing 
relationships with host nationals. During the course of the interview, participants were 
asked briefly:
"Tell me what you felt about your family or significant other when the 
opportunity o f expatriating came to your attention.”
It was found that neither UK nor Russia assignees mentioned any hesitation towards 
accepting the lA because of their (extended) family situation or significant other. All 
participants, with one exception, were single before departure and expatriated without 
a partner.
 ^As the women considered in this study were unmarried, this code was used to identify the 
problems faced in terms of being single without a support system at home during the lA, as the 
literature identified that this is the counterpole to spousal adjustment problems (Tung, 1981).
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Melike, a UK assignee, was the exception. She highlighted the difficulties concerning 
her relationship that were presented through the choice to expatriate. For her, it was a 
natural step to expatriate without her partner, so that she could proceed with her own 
career. She explained:
"At first, i hesitated o f course; my partner knew that i was unhappy in my 
current position, that i was frustrated, and that i tried to move jobs  
internaiiy. But we have been together for quite some years, and for him 
it was okay that i work in the UK, have my own career, it was oniy a 
one-hour flight anyhow. But in the end it did not work out. ”
(MEL/ENG/8.56)
This quote has to be understood in the context of the career planning of her partner. 
During the interview, she also explained that her partner did not accompany her to the 
UK as he was pursuing his own career route, and could not imagine becoming a male 
trailing spouse. As such, she had to decide whether to accept the lA or not on the basis 
that she would be expatriating without her significant other. However, as the quote 
shows, her decision to accept the position and to expatriate alone was not taken by her 
alone but based on the acceptance of her partner. Although she hesitated at first, she 
felt able to expatriate only when she had gotten his okay and had judged the 
relationship to be stable enough to survive the distance. She did, however, explain that 
the relationship later dissolved after she had left her partner for the lA and expatriated 
to the UK.
As all participants in this study expatriated without significant others, the literature-cited 
number one factor for expatriate failure -  i.e. the difficulty of the accompanying spouse 
or family member to adjust -  did not factor in the premature return of German female 
expatriates, and can therefore not be confirmed to play a role in the failed UK and 
Russia assignments of the selected sample.
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4.3.2. Expatriate Managers’ Adjustment Difficulties
The a pr/br/-based theme “expatriate managers’ adjustment difficulties’’ is also a factor 
for expatriate failure. This factor also derived from the literature review and denotes the 
expatriates’ inability to fully adjust and immerse themselves into the host culture during 
the actual assignment. The process of local acculturation and the level of comfort, 
including cultural adaptation difficulties as they relate to living and working in the new 
environment, are included in this a priori co6e.
This study uses the theoretical framework of in-country adjustment proposed by Black 
(1988), taking three dimensions of expatriate adjustment into account: (a) general 
adjustment, (b) interaction adjustment, and (c) work adjustment. These dimensions 
functioned as sub-themes, guiding the data analysis process.
During the interview process, participants were asked to express their personal 
experiences with regards to their general adjustment to British and Russian culture:
“How iong do you think it took you to famiiiarise and settle yourself?”
“And please teii me about how you integrated into the host country?”
A comparison of German female expatriate managers’ general adjustment to the British 
and Russian host cultures is presented first, followed by a comparison of personal 
experiences in interaction adjustment and adjustment made to the host country working 
environment.
The template “general adjustment” denotes the process of local acculturation and the 
level of comfort, including cultural adaptation experiences and difficulties in living and 
working in the host culture.
The ability of UK and Russia expatriates to fully adjust and immerse themselves into 
the host culture during the actual assignment differed significantly in terms of the length 
of time to generally adjust to the host culture and everyday life. UK assignees reported
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to be adjusted after four to six months, whereas Russia assignees recollected that 
adjustment either took them a year or they were not able to adjust at all.
UK-assigned expatriates collectively voiced the following;
“Hmm, certainly six months.” (EST/ENG/34.26)
“Four months? Hmm, I think it took me some good four months -  but 
after five weeks I could get along.” (JES/ENG/23.12)
Estelle and Jessi were clear in their testimony. Their confidence in their acculturation to 
the new environment, living conditions and day-to-day interactions had been reached 
after a relatively short period of time. Furthermore, adjustment in terms of “getting 
along” could occur much earlier. Key factors relevant to adjustment are captured in this 
quote:
“I felt at home after four months; I knew where to find a supermarket, the 
cafeteria and the printer. ” (YAS/ENG/22.16)
Yasmine’s daily needs, such as food and familiarity with the working environment, were 
considered to be positive factors in the adjustment process. Adjustment in this sense 
reflected the ability to function in an everyday capacity and to meet daily needs, such 
as common practices like grocery shopping, and workplace demands, including the 
ability to print documents.
To meet people and to interact with UK host nationals, participants used various 
strategies, including developing a social network of acquaintances and friends. For 
instance, Julia thought that engaging in professional networking clubs would help her 
adjust:
“I tried to get into contact with iocals, looked for female networks on the 
net. I made some contact with a former colleague and she invited me to
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the German cracker barrel. Anyhow, you want to meet people super- 
/asf.” (JUL/ENG/10.24)
General adjustment was facilitated by any form of social contact. Participants like Julia 
initially sought out contact with UK host nationals but, after experiencing difficulties, she 
took the opportunity to regularly meet with Germans, which helped her to adjust to the 
new environment.
Jessi was convinced that the city was right for her, which she captured in the following 
statement:
“I was so enthusiastic to be in London as I love the city, and today I am 
still flattered that I had the chance, despite the fact that I left.”
(JES/ENG/12.33)
Indeed, Jessi’s general adjustment to the city led her to retain good memories of her 
time in London. As such, her cultural adjustment was relatively simple, as she had 
already considered her position as a chance to live in London.
UK-assigned expatriate managers’ shorter time to adjust could be explained by their 
language fluency and familiarity with the country, hence they experienced fewer 
culturally-oriented barriers to interaction. They were fluent in English and could 
socialise with colleagues.
In contrast, most testimonies from Russia-assigned expatriate managers depicted that 
they had experienced serious adjustment difficulties in their new cultural environment. 
Such experiences are captured in the following exemplary answers:
“I came into contact with a whole bunch o f foreign people, this was my 
feeling -  but anyhow, I never settled in. ” (TAR/RUS/33.54)
“I cannot say that I encountered real Russian culture.” (TAR/RUS/12.14)
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Tara’s experience highlights the distance that she felt from host nationals. She found 
difficulties in adjusting because she had a relatively low frequency of contact with 
Russian host nationals, and therefore felt that she had not experienced the real 
Russian culture. Her distance was likely compounded by the fact that she had not been 
expected to learn or use Russian during her time in the country. Her interactions in the 
company were limited to English exchanges, which would likely also have filtered into 
her everyday life, as a limited language capacity would have hindered her ability to 
integrate into Russian society. The same feeling of non-adjustment was expressed by 
Tine:
"... //?evergofseff/ecf/■/?.” (TIN/RUS/33.54)
“The city was too loud, too dirty and too aggressive; I was never able to 
adjust.” {T\WRüS/29.08)
Tine experienced culture shock, as she was unable to adapt to the disorder she 
perceived in Russia. Environmental factors were particularly important in her attempts 
to adjust to life in Russia. Her inability to deal with the differences between Moscow 
and what she had previously been used to in Germany left her feeling unadjusted, 
which led to a typical culture shock experience.
“I was continuously stopped by the Russian police checking my papers, 
licence, permissions, etc., which made me feel frightened:”
(MAR/RUS/42.49)
For Marla, culture shock took on two forms: first, she was unfamiliar with the situation, 
and second, her experiences in Russia were associated with fear, which directly 
affected her ability to adjust to the new cultural environment.
Kim’s testimony describes her adjustment in the following way:
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“I arrived in October. November, December were horrible. Then I went 
home for Christmas, and I planned to tackle this issue head on. And 
then after three months it got a bit better. And then I had a longer time 
where I had to go back to Germany for my visa and I was in Germany 
for five to six weeks, and then when I returned in April, the spring came 
and when it was summer it got better. I had a lot o f visitors and after 
another half year I felt OK. I never had any depressive phases before, 
but it was so extreme in Russia, I had total breakdowns.”
(KIM/RUS/29.15)
The importance given to any adjustment phase as a stressful event is demonstrated in 
the previous quote. Her reflections about the entire acculturation process, which took 
about a year, show that it was characterised by numerous ups and downs. Kim 
reported to have visited Germany five times, due to feelings of homesickness, before 
she withdrew from the lA after thirteen months. Marla also reiterated the value of “going 
home” as a means to cope with the difficulties she experienced in Russia:
7 saved all my vacation to fly to Germany.” (MAR/RUS/46.03)
Emma, in contrast, felt that she was able to adjust in the short period of time she lived 
there:
“It got better every day; I knew after a while where to get what -  I went 
to Starbucks every day, they saw me and remembered me. After three 
to four months I felt settled.” (EMM/RUS/48.38)
Emma reports that her adjustment was largely social. She did, however, terminate her 
lA for personal reasons, after four months in Moscow with regular home visits every 
month. Her “quick” adjustment can be explained by several factors. First, her 
adjustment seems to be rather “on the surface” -  she was “getting by”. She therefore
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could not develop an effective relationship with her colleagues. Second, her time in 
Russia was limited to a very short period, during which she had frequently returned 
home, which could be defined as commuting rather than an lA. Therefore, it seems that 
she may not have had the time to properly experience maladjustment in the form of 
isolation, and so on. Her return to Germany may have acted as a support system or 
coping strategy for her time in Moscow, as she could have reminded herself that she 
would soon return home.
Emma also used avoidance as a means to cope with difficulties in Russia:
“Then I bought myself a new computer to watch DVDs to kill time. I got 
into the craze o f watching DVDs every night, because it [life abroad] was 
so awkward." (EMM/RUS/20.05)
During her short period in Russia, despite the fact that she had felt that she had 
adjusted rather easily, she had used escapism as a means of avoiding her feelings of 
loneliness. She coped with her isolation through extensive television consumption, 
which masked her adjustment difficulties. Due to her inability to establish contacts, she 
reflected that she had time in which she was alone and had no social situations in 
which she could enjoy her leisure time. Isolation from the host culture led to low cultural 
adjustment, and thus negatively impacted on her intention to remain on the lA.
Tara claimed that she valued the expatriate community during her leisure time. During 
the interview, she explained that she had had a large workload on her desk, and her 
time away from work was spent in pursuit of leisure and fun:
“In addition to my job, I had only had the nightlife -  that was nice, you 
see people from the expat community. ” (TAR/RUS/35.12)
As such, Tara sought to avoid isolation in the form of leisure with other expatriates. She 
did not fully integrate with the Russian community, but had interactions with expatriates
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outside her work environment.
The personal experiences of Kim, Emma and Tara resonate with the idea that difficulty 
with general adjustment is a factor leading to the premature assignment termination of 
lAs in Russia. During the data analysis, the sub-theme “previous international 
experience” came to the fore.
Sub-Theme: (i) Previous International Experience
The template “previous international experience” refers to previous cultural exposure 
and knowing about other cultures. Participants were asked whether they had lived, 
studied or worked in another foreign country (see Appendix F). Comparing the previous 
international experiences of UK- and Russia-assigned expatriates, inspection of the 
data reveals that UK assignees were less active in intercultural encounters, and 
cultural exposure tended to be limited to American culture.
In stark contrast, Russia assignees were more active, and reported international 
experience in countries such as the US, Scandinavia, Poland, Belgium, France and the 
Netherlands. But even when the previous international experiences of Russia-assigned 
expatriates were taken into account, their ability to adjust to the unfamiliar environment 
could not be enhanced sufficiently to prevent the non-completion of Russia 
assignments.
Expatriates’ difficulties with the novelty of the host cultures with regards to their general 
adjustment, as articulated by this study’s participants, illustrate that general adjustment 
was a factor leading to the premature termination of the lAs.
The similarities and differences between UK and Russia expatriates’ personal 
experiences in interacting with the host country’s social settings can be compared with 
regards to their personal experiences of social integration in the host country.
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4.3.3. Interaction Adjustment
The theme “interaction adjustment” denotes expatriates’ social integration after 
developing relationships with host nationals. The comfort achieved in interacting with 
host nationals in both work and non-work situations presented itself as a difficult 
process. During the data analysis, two sub-themes emerged:
(i) Outsiderness
(ii) Frequency of home visits
To provide a clearer picture of expatriates’ interaction adjustment in the UK and 
Russia, the templates “outsiderness” and “frequency of home visits” are compared 
next.
Sub-Theme: (I) Outsiderness
The template “outsiderness” refers to the expatriates’ difficulty in social integration due 
to developing relationships with host nationals, and feelings of being isolated or being a 
single woman abroad.
It was found that participants of both groups expressed feelings of being isolated 
because of limited contact with host nationals. Although UK assignees were proficient 
in English and were able communicate with host country nationals, feelings of 
outsiderness were recalled. These feelings can be explained in terms of the banking 
and financial industry’s organisation, which was organised in either international or 
German teams, and thereby limited the contact with British nationals.
The following sequences from Jessi, Melike and Julia highlight isolation in their work 
place:
‘We were five Germans, speaking German only, in my team.”
(JES/ENG/38.59)
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7 have to say that contact with the real English people was kept within 
reasonable limits at my workplace.” (MEL/ENG/18.00)
7 did not come into contact with the Brits.” (JUL/ENG/15.25)
The above quotations signal that participants assigned to the UK were seldom given 
the opportunity to participate in intercultural interactions at work. It was also reported 
that contact with host country nationals on a private-interaction level were very rare, as 
exemplified by the following quote:
7 have to say that I was not able to get in contact with the people from 
Britain. I was not clear why that was so -  perhaps I did not go to the pub 
often enough? I was not able to build up contact with British people at 
a//."(EST/ENG/33.20)
Estelle’s quote shows that she tried to socialise with host country nationals through 
private activities. In this extract, she questioned her ability to do so and reflected on the 
reasons why she found it difficult. Her understanding was often culturally-based: 
perhaps she did not visit the pub enough, and her failure to adapt to a British cultural 
hub might have prevented her attempts to meet the “Brits”.
Melike also found it difficult to initiate interactions with British nationals:
“...anyhow it is rather difficult to establish a private contact with them.” 
(MEL/ENG/27.45)
“...the English seal themselves off and try to have small talk with you.” 
(MEL/ENG/27.45)
The native/non-native speaker interaction highlights the participant’s feelings about the 
cultural differences between the two language communities.
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Russia-assigned expatriate managers also shared the feeling of being an outsider. This 
was often related to being without a partner in Russia. In this context, language 
proficiency played a significant role, as a lack of language training in the preparation 
phase limited the ability to communicate and integrate in Russia. Furthermore, 
workplaces were often structured in teams with the senior management positions in the 
Russia subsidiary; these were either international with an American bias (in 
advertising) or they were structured in German teams (for participants coming from the 
media and logistics industries). This also explains the restricted contact that 
participants reported to have with host country nationals outside work.
Russia-assigned expatriate managers reported to have spent most of their leisure time 
in the expatriate community, and cherished social contacts with nationals from other 
cultures (mostly other single women), as it was socially difficult to go out on their own. 
Tara gave the following explanation:
“After two months, I was integrated into the expat community. They 
invited me to dinners where there were only foreigners -  the contact 
was frequent, and there were a lot o f us. ” (TAR/RUS/16.24)
"... but I was lonely all the time.” (TAR/RUS/22.12)
Instead of interacting with Russians, the expatriate community became Tara’s point of 
contact. She felt welcome and became friends with other international expatriates, but 
highlighted that she had experienced the difference between being “alone” and being 
“lonely” .
Being a single woman in Russia led Emma to change her habits while she was on her 
lA:
“When I wanted to go out somewhere, that was just not possible. ” 
(EMM/RUS/16.35)
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“One could just not go out in an unsophisticated way, like I would do in 
Ber//n.” (EMM/RUS/20.05)
7 often thought that if  I had a boyfriend here, it would be much easier for 
me."(EMM/RUS/23.27)
These quotes of Emma’s highlight that she felt restricted being a single woman in a 
foreign country. She was used to going out on her own but felt restrained in Russia, 
and these restrictions made her feel that her cultural adjustment would have been 
different if she had been in a partnership. To cope with these feelings, she travelled 
home every month during her four-month stay in Russia. Other participants believed 
that their loneliness stemmed from the fact that their position as an (female) expatriate 
manager hindered their ability to attract any potential partners abroad. Tine explained 
that:
“A middle-aged woman in a managerial position is hands-off for men.” 
(TIN/RUS/48.50)
Tine’s sentiments highlight that being a single woman of a certain age and in a certain 
position was rather restrictive in Russia.
High workload levels also limited the ability to interact and gain meaningful contact with 
Russian nationals or even other expatriates.
“It took me six to eight months before I met anybody here -  I had too 
much work."(MAR/RUS/44.10)
To cope with being alone, Marla dedicated herself to other pursuits. She recounted that 
she visited the 24-hour gym every day, after a hard day of working twelve to fourteen 
hours. This acted as a coping strategy to overcome feelings of being isolated:
7 developed an obsession with keeping my body fit.” (MAR/RUS/45.40)
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The loneliness associated with being single abroad was part of a broader feeling of 
being in a different country. Although participants from the English study group did not 
relate that they had felt disadvantaged by their status as a single woman, they shared 
feelings of isolation.
Despite the fact that participants from both study groups reported to be experienced 
with foreign cultures, feelings of isolation were explained in two different yet coherent 
contexts. First, most female expatriates worked in international teams, with rare 
interactions with host country nationals at the workplace. Second, during leisure time, 
the contact with host country nationals proved to be limited for all. Therefore, frequent 
contacts with expatriates from other countries were initiated, due to an increased 
feeling of being an outsider in the UK and in Russia. A feeling of being the “outsider” 
was therefore prominent and shared by both study groups. Coping strategies, such as 
frequent home visits to maintain relationships with family and friends, emerged during 
the interviews. The frequency of such visits will be compared in the upcoming section.
Sub-Theme: (ii) Frequency of Home Visits
The template “frequency of home visits” refers to the possibility of keeping in contact 
with family and friends during the actual assignment in the host country. During the 
interviews, participants were asked how often they travelled home during their actual 
UK and Russia assignments to visit families and friends. The frequency of home visits 
differed across groups. It was found that all UK assignees travelled back home on a 
near regular monthly basis with one exception, who returned home every three months. 
Short visits between Germany and the UK were facilitated with a one-hour-twenty- 
minutes flight time, the advantage of smooth entry and re-entry to the UK, and by an 
hour time difference.
In contrast, Russia-assigned expatriate managers reported significantly fewer visits to 
Germany. Despite the fact that they were offered a flight budget as part of their
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contract, most Russia assignees were unable to return home frequently. On average 
they flew home every three months. However, the desire to visit Germany more often 
was also articulated. Assignees’ ability to do so was limited by geographical distance 
and financial and work commitments. Trips home were hindered by a time difference of 
four hours, lengthy visa procedures and a flight time of three and a half hours.
In summary, isolation during the actual assignment period in the UK and Russia 
emerged over the course of all interviews. Participants from both study groups felt 
isolated and like an outsider. Being in contact with host country nationals was an 
exception and did not provide the essential ties and support needed for proper cultural 
adjustment. Furthermore, coping strategies such as home visits were often hindered by 
geographic distance and time constraints, particularly for the Russia-assigned 
expatriate managers.
Some participants, particularly those who felt most isolated, felt that they had been 
restricted because of their status as a single woman abroad. Each of the participants in 
this study was single at the time of expatriation, with one exception. As such, isolation 
may have been fostered by a lack of social support from a partner.
A significant difference between both the groups studied emerged vis-à-vis feelings 
about being without a partner. Russia-assigned expatriate managers frequently 
mentioned their status as a single female, and how that affected their interaction with 
Russian host nationals outside work and with male expatriates. To add further 
complexity to the picture, despite these references to feeling isolated due to lacking a 
partner, in expatriates’ summaries, they did not report that missing a relationship led to 
the premature termination of their lAs.
In contrast, UK-assigned expatriate managers did not mention their status as a single 
female over the course of their interview. It seems that UK-assignees were able to 
cope with isolation through their frequent visits with their family and friends in Germany,
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which was not possible for Russia assignees. Going home frequently, however, also 
increased difficulties in adjusting, as well as their adaptation to the host country 
workplace.
The following section presents experiences with the new job role and responsibilities at 
work, which can influence an expatriate's overall adjustment to the foreign work 
environment. All German female expatriates in this study were in a managerial role and 
were rewarded with higher positions upon expatriation.
4.3.4. Work Adjustment
The template “work adjustment” denotes adaptation to new job tasks and work roles in 
the UK and Russia. The novelty of the host country workplace represented itself as a 
difficult process for German female expatriates. It was found that UK and Russia 
assignees encountered various difficulties at the new job site. Most UK-assigned 
expatriate managers found that the working conditions were different from the 
conditions that they were used to in Germany. Some of these differences could be 
considered minor organisational differences. For instance, most of them explained that 
they had their own office in Germany, but found there were open office spaces in the 
UK, to which they had to adapt. Other differences were more difficult to adapt to. For 
instance, Estelle recollected that she felt that the working culture was entirely different;
“I have learned that the Brits want to be involved at all times and that I 
should present all the unnecessary bells and whistles.”
(EST/ENG/26.57)
In Germany, she had been used to working with a different level of autonomy, and part 
of her adjustment required her getting used to a reporting style that was new to her. 
Melike's directness was also often questioned, and she recalled that she had to ensure 
that she was careful about how she said things so that she would not disrupt her good
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relationships with her British colleagues.
7 had to ensure that I did not come across like a controlling German 
because we are so precise, and in the end the Brits were happy that we 
are so precise, but the means by which I tried to get results with them 
was sometimes frot/b/esome.” (MEL/ENG/29.31)
Here, Melike’s German culture, or her British colleagues’ interpretation of it, meant that 
she had to be careful of her structured approach towards work. She had to ensure that 
she abided by British culture and used less direct methods, even if, in the end, her 
British colleagues would have preferred her style, as it would have ensured success in 
the job. Estelle and Melike’s recollections illustrate the importance that understanding 
and adhering to cultural norms has for cultural adaptation; if they had failed to become 
more British, their cultural adjustment would have been impossible.
Other participants felt that they were not able to integrate into the new work 
environment because of gender barriers. The following quote from Estelle indicates 
that she felt that being a woman in a management position hindered her adaptation.
“The ‘gentlemen’ only talked among themselves, but that was rather 
subtle. I could not grasp it but it was there.” (EST/ENG/39.52)
She felt that she had not been welcomed in a male-dominated environment, 
particularly because she was the only woman and, in the industry, “boys” did not 
mingle with the girls. Estelle’s barriers seem to echo those that other women have 
faced in her position.
Job-related barriers were also referred to in terms of having to work longer hours than 
had been required in Germany. Melike had a 60-hour week and Estelle had longer 
hours due to the time difference with Germany.
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7 worked average 60 hours per week.” (MEL/ENG/1.07.08)
“We, the German team, were the first in the office at all times, but we 
could not leave earlier, and I did have the feeling that I should show 
more presence there.” {ESTIEHGI49.^2)
As Germany’s working hours are often regulated, these participants felt that it was 
difficult to adjust to the new demands of their jobs. Furthermore, experiences such as 
Estelle’s overtime emphasise that there was often pressure to stay longer. Estelle 
related that she would have left when she had met her required hours for the day had 
she been in Germany, but that was not possible in the UK, as she feared she would 
make the wrong impression on the host country nationals at the workplace.
In contrast, Russia-assigned participant Emma reached her boundaries when she 
found that most colleagues at her workplace did not speak English when her Russian 
language competence was self-rated as zero:
“Because I did not speak Russian, I could not have a clear conversation 
with my subordinates. "(EM M/RU S/25.19)
She implies that she could not fulfil her job without reaching the limit. She reported that 
this meant that a twelve-hour working day became the norm. During the course of the 
interview, she explained that the working conditions offered to her were a great shock, 
as she expected different standards. This contributed to her inability to adapt to the 
work environment, as she had not anticipated how different it would be in the Russian 
subsidiary.
Kim also explained that she had to work nearly double the hours she had worked in 
Germany:
7 gave my very best. I put all the time in the world into my job. A 70-hour
129
work week was normal /b rm e.” (KIM/RUS/14.16j
This echoes Melike’s and Estelle’s experiences in the UK. The expectations about 
working hours differed greatly, and contributed to the difficulties that they experienced 
during their lA.
Standards also differed. Tara explained that she could not find the internal sources she 
needed, and she had to turn to external assistance so that she could overcome internal 
shortcomings:
“Internally and externally you could not find someone who could keep up 
with the level o f standard you are used to in Germany."
(TAR/RUS/40.23)
Tara criticised the lack of standards as an invasive problem in her new position, and 
commented that the entire system needed work:
“The infrastructure was a catastrophe -  the working procedures, 
persons in charge, competencies have been pinched and scrimped 
everywhere.” (TAR/RUS/40.18)
Emma also argued that the Russian style of working was quite different. She had 
expected that she would find similar practices, but learned that it was quite different 
during her time there.
“When I gave them Jobs to do, and you did not ask at least three times 
to get it back, then it Just did not work out.” (EMM/RUS/31.15)
7 Just could not expect that the deadline I had set would be kept. I had 
to tell them that things needed to be done two weeks before they 
actually had to be. Just to reach my targets.” (EMM/RUS/55.17)
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These quotes show that Emma needed to push things permanently forwards to reach 
her targets. She was confronted with managing subordinates who, in her opinion, 
lacked basic business skills. Furthermore, she found that the values in the Russian 
workplace were far different from those in Germany, such as different interpretations of 
punctuality.
Tine was challenged by her new role, which was compounded by the fact that she was 
an expatriate:
“It was a triple mountain: the mountain o f administration, the mountain o f 
language, plus the mountain o f the task I had been assigned to 
complete. ” (TIN/RUS/48.15)
Tine’s quote illustrates the difficulties that expatriates face during their lA. It 
demonstrates that the barriers to integration that she felt were present in the workplace 
administration, language and assigned work kept her from concentrating on what she 
had been sent there to complete. Over the course of the interview, she explained that 
she worked a six-day week minimum, for more than twelve to fourteen hours a day, just 
to keep up with the demands of the lA.
In sum, when the two study groups are compared, all participants had to reach 
significantly beyond their comfort zones to adjust to the different conditions they 
experienced during their lAs in the UK and Russia. This impacted on their overall 
adjustment and limited their ability to work successfully. Such experiences were 
prominent, and adjusting to work-related demands abroad generated feelings of 
frustration and dissatisfaction in terms of the workplace experience. During the course 
of analysis, a clearer picture of the cultural transition to the host country workplace was 
suggested. The sub-theme “organisational mentoring support” emerged.
Sub-Theme: (i) Organisational Mentoring Support
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The template “organisational mentoring support” refers to formal mentoring enhancing 
(work) adjustment during the time in the host country. Participants were asked about 
being supported with a mentor to increase their ability to successfully adjust to an lA. It 
was found that neither UK- nor Russia-assigned expatriate managers were provided 
with organisational mentoring support. Regardless of the fact that a lack of 
organisational mentoring support was expressed, UK-assignees did not take their own 
initiatives to search for a mentor. Melike referred to how she felt about the fact that she 
had not been given any support:
7 wished that I could have had someone to support me -  it had been 
mentioned on paper, a nice brochure, that I would receive support there, 
but in reaiity, I had nothing. ” (MEL/ENG/14.03)
Melike’s critique highlights her disappointment that, although her parent organisation 
promised to facilitate support during the lA by providing a mentor, this support never 
materialised. The excerpt above signals her strong feeling of disappointment that she 
had not been provided with the support that she had been pledged, as she felt that she 
would have actually benefited from being supported throughout her lA. In the next 
passage, it is explained that she felt that her host company failed to provide a more 
intensive (organised) support:
“When I had a question, because I did not understand certain things, 
yes, I could ask, but it was not that somebody had approached me 
actively, like a mentor or so forth.” (MEL/ENG/19.22)
Julia benefited from the fact that some of her colleagues took on an “unofficial” 
mentoring role:
7 had some support from colleagues but a mentor was not by my side. ” 
(JUL/ENG/21.12)
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Julia implied that, although she needed support, she had not been provided with any. 
Furthermore, she articulated that there had been a difference between her helpful 
colleagues and someone that had been trained to act as an official mentor.
In contrast, two Russia-assigned expatriate managers reported that they had actively 
initiated a mentoring relationship. Marla sought mentoring support during her lA, and 
was able to establish two mentoring relationships. One relationship was with a “peer 
mentor” -  someone who was on the same organisational level within the parent 
company -  and the second mentoring relationship was with an “informal cultural 
mentor” that she had established through a private contact (Cooper, 2011, p. 192). She 
explained the following:
“So I was very proactive, looking for a mentor. Okay, I could not know 
everything when I had a problem. Anyhow, I could call the head of 
engineering, and also initiated a process where he could come to 
Russia and help me on the site, but that contact only grew from my own 
Initiatives. ” (MAR/RUS/1.15.57)
Marla was active in her own adjustment. As she felt that she could not solve everything 
on her own, she felt that she needed a mentor, and proactively sought out contact with 
someone who could understand her position in the Russia assignment.
Through further initiatives, Marla sought out a native to help guide her through her 
adjustment. Her second mentor was a former friend:
“Vadim was a friend, he was Russian; I met him at university in 
Bamberg. ” (MAR/RUS/1.17.22)
“Vadim was a good friend and we have not lost contact over time, and 
so I could rely on him in situations o f distress, and the contacts I had in 
Moscow all came from Vadim.” (MAR/RUS/1.18.11 )
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In this passage, cultural aspects come into play. This trusted mentor was a Russian 
national, and he was best suited for Marla as an emergency contact that could help 
facilitate her cultural adjustment to the unknown environment.
The delivery of mentoring varied. Tine sought professional “virtual mentoring”, from a 
consulting company outside her organisation located in Germany (Cooper, 2011, p. 
192). She established this contact after she had been in Russia for longer than a year. 
At that time, she felt that she had reached her boundaries and could not cope with the 
demands anymore:
“This coach I sought was a German woman, and I believe that she had 
no international experience. I talked to her on a regular basis. And she 
really, really helped me.” (TIN/RUS/38.37)
“And you know, in the first year my plate was so full, and the demands 
on me were so high, I had an extreme fear o f breaking down, and 
therefore I did not try to contact my central office, as asking for help felt 
a bit like failing -  that was one o f the reasons why I checked how I could 
secure external help. It was only when I learned and I gained enough 
independence to say: 7 have a problem here, and it is not only because 
I am the problem’, I was only then in the position to call the central office 
and ask for help, and to say so, I learned that from her [the mentor]. ” 
(TIN/RUS/39.25)
7 needed help, so I sought it externally.” (TIN/RUS/44.10j
Tine’s quote exemplifies that, with the support of an external mentor, she was able to 
cope with the demands in Russia. She regularly consulted with an independent, 
external professional mentor to discuss problems and fears with regards to the issues 
that she experienced in her workplace. This support helped her ability to articulate her
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needs to her employer. The mentor strengthened her self-esteem, and she learned to 
claim supportive help from the parent headquarters, with the goal of ensuring that her 
lA would be successful.
Mentoring support has the potential to aid expatriate adjustment to a novel culture, as 
Tine’s experience illustrates. Furthermore, if it is provided in a timely manner, the 
failure of German expatriates with an lA in the UK or Russia could be prevented. It is 
concluded that a lack of (organisational) mentoring support should be considered as a 
factor that plays a role in international assignment failure.
To summarise, expatriates’ general adjustment, interaction adjustment and work 
adjustment due to the cultural differences were prominent. Expatriate managers’ 
difficulties in adjustment is a factor leading to German female expatriate managers’ 
premature assignment terminations.
The following section depicts the last phase of the expatriation cycle: repatriating to the 
home country. Difficulties that expatriate managers experienced during their 
repatriation process are discussed next.
4.4. Phase Three: Repatriating from the international Assignment
The following section presents and compares the results of the TA that pertain to the 
final phase of the expatriation cycle: repatriation. It starts by presenting the results of 
the data that depict how German female expatriates experienced organisational 
repatriation support and how that led to the decision to withdraw during the actual 
assignment.
4.4.1. Lack of Repatriation Support
To provide a clearer picture of the transition back to Germany, the participants were 
asked what kind of organisational support they had received with regards to
135
repatriation. The template “lack of repatriation support” denotes expatriate managers’ 
dissatisfaction with repatriation practices. All participants were asked about their 
repatriation experiences with receiving organisational support. Similar dissatisfaction 
was expressed with the organisational attention given to their repatriation process. The 
perceived lack of structured repatriation practices was not articulated by UK or Russia 
assignees in more detail. However, the challenges associated with the terms of 
planning for their futures were frequently mentioned. Furthermore, the perceived lack of 
organisational repatriating and career-planning support resulted in a proactive search 
for new positions whilst in the host country. The sub-theme “acceptance of a career- 
enhancing job offer” became prominent and is explored next.
Sub-Theme: (i) Acceptance of a Career-Enhancing Job Offer
The template “acceptance of a career-enhancing job offer” refers to the proposal to 
pursue a better position within the parent company or another organisation.
Participants were asked whether they had been offered a guaranteed position upon 
return.
During the course of analysis, a significant difference was found. UK-assigned 
expatriates were more ambitious and explained their reasons for changing position in 
terms of their careers and other options within the company. In contrast, personal and 
cultural reasons dominated the answers provided by participants with Russian 
assignments.
Most UK-assigned expatriate managers were guaranteed a position by their parent 
company upon return, with one exception. This interesting finding is explained through 
the following: all UK-assigned expatriates worked in the banking sector back in 2007/8 
(see Appendix F). Due to financial reasons, UK-assigned expatriates were actively 
pursuing safe positions for themselves. From their individual perspectives, such job 
offers proved to be a possibility in terms of returning to the parent company. Various
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other factors were described, which finally led to the non-completion of the lA:
“I received another job offer from Germany, which was a challenge to 
lead a bigger team with fourteen people; I could develop myself and 
gain expertise In my field.” (YAS/ENG/ 35.42)
Yasmine identifies that her reason for leaving the UK was driven by her focus on career 
exploration and a desire for a challenging position. In order to progress in her field, she 
valued the offer to leave the host country to proceed with a position on a higher level in 
her parent company after being in the UK for eighteen months.
Estelle argued that her reason for leaving was driven by a fear of unemployment. She 
was not given a guaranteed position upon return, and worried about what she would 
face when her time in the UK was finished:
“I looked out for opportunities when my contract was slowly coming to 
an end, so I checked what my possibilities were, and then I received a 
Job offer by chance.” (EST/ENG/53.41 )
Estelle's statement exemplifies a lack of trust in her parent company, despite the fact 
that she had been guaranteed a job to get back to this position has not been specified. 
She preferred to change her employer in favour of a better offer, and therefore aborted 
the lA and left her position in London after eighteen months, despite the fact that her 
contract was for 24 months.
“I did not know whether they would have a position for me In the 
German headquarters, or what the deal was, and we were In a crisis. So 
I simply accepted the next attractive offer and Immediately went home. ” 
(EST/ENG/20.16)
Estelle highlighted the role that security plays in the choice to leave an expatriate
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position. Estelle feared unemployment in Germany upon return, and did not feel safe 
with her employer; she had been offered “a position” but it could be any position. She 
therefore explored other options. She decided to leave her UK assignment six months 
before the end of her lA, in order to work with a different organisation. Upon her 
repatriation, she immediately left the parent company.
Another motivation related to financial considerations, which led to the premature 
termination of her UK assignment.
“The offer in Germany was financially so attractive that I had to accept 
/f.” (JUL/ENG/24.43)
Julia felt that she had to leave the UK to ensure her financial security. The option to 
benefit financially from leaving her international position led her to repatriate after ten 
months in the UK and work in another position in the parent company that had greater 
financial benefits.
Jessi decided on premature assignment termination because she was not satisfied with 
the job itself:
“Initially my contract was o f an unlimited duration; I should have stayed 
for at least two years In the UK. Meanwhile, I had received a job offer 
after six months from Germany, and for me It was clear that the job I had 
done In the UK was not exciting enough. So I had to take the more 
exciting offer.” (JES/ENG/5.13)
Jessi stayed for the shortest time in the UK. She felt that she had been given the 
opportunity to leave the lA in favour of a more exciting job vacancy. This offer came 
along after six months in the UK. Discontent with her UK position led her to repatriate 
prior to the completion of her lA.
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In sum, UK-assigned expatriates addressed different but clearly job-related factors that 
led them to the premature termination of their assignments.
Similarly, Russia assignees were also given a job guarantee upon their return to the 
home country. Two of them remained with their parent company, two departed from 
their organisations whilst on the lA, and one woman with a guaranteed job repatriated 
but then left her parent company after a few months.
Kim was given a job offer from her parent company during her lA, which she declined 
due to reasons associated with career advancement opportunities. She repatriated 
early to take a new job with another organisation:
“I had another job offer, then they wanted me to stay; I could have 
worked In Germany with them. But I did not accept It. I was back In 
Germany In April and then I got a much better offer from another 
magazine, so I accepted It and left.” (KIM/RUS/49.40)
Kim had been actively seeking a way to leave the position in Russia, and thus made 
the decision to accept another job offer from a different organisation in Germany during 
a home visit.
UK-assigned expatriate managers were offered rewarding job offers and promotion 
possibilities within the parent company during their stays in London. In contrast, just 
one participant from the Russia study group was offered another position upon her 
return from Moscow.
A key issue arises from this discrepancy. First, the UK is a destination where it is easy 
to find expatriate managers to fill positions. As such, it would be less complicated to 
find someone else to take the position if it meant that the company could keep their 
employee. Therefore, it seems logical that those who were unhappy but performing 
well would be given the opportunity to move up in the company. On the other hand,
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Russia presents itself as a challenge for German female expatriates. It would therefore 
be difficult to replace the expatriate if she was unhappy, and it would be in the 
company’s best interests not to provide the expatriate with an option for escape. As 
Russia is not a favourable expatriation destination, it would be essential to retain those 
expatriate managers who accept lAs, but only in their lA capacity: it is not to the benefit 
of the company to reward the manager’s decision to leave in favour of a better position 
in the parent company. It was also found that participants in this study who left 
positions in the host destination left the parent company upon their return or left within 
one year.
However, for some, the idea that a secure position in the parent company might not be 
available upon the completion of the lA led them to explore other career options. This 
participant preferred to change her employer in favour of a better offer, and therefore 
aborted the lA. The lack of trust she had built towards her parent company is supported 
with the following quote:
“You know, some companies, they give you nice information materials, 
they tell you In depth about the support they provide, and In my case, I 
also saw It on paper from my company, but In reality nothing happened.” 
(EST/ENG/53.41)
Despite the fact that the parent organisation had claimed to have a repatriation 
strategy, Estelle had not benefited from such programmes, and did not trust that her 
parent company would follow through. Furthermore, she had been so poorly prepared 
for the lA, she thought that she would not receive anything better upon return.
Russia-assigned expatriate managers expressed similar experiences in terms of 
absent repatriation support. For example, Marla did not even know in which country or 
what type of position she would have upon return. Her initial contact was for two years, 
with a guaranteed position upon her return, in any country for any position. After
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eighteen months in Russia, she contacted her parent company so that she could 
prepare for repatriation during the upcoming six months. She was told that she would 
be approached with an offer but, in the end, no offer materialised. She then contacted 
the human resources department on her own initiative to ask again for her future 
options within her parent company.
“There was this guy, with the interesting title o f international HR 
something, he had the mission to find a new position for me. And he 
was only motivated to do so because he had been shafted by his 
superior. That was so ludicrous. When he asked for my CV, I told him to 
have a look In my personal record.” (MAR/RUS/131.17)
This reiterates the idea of a lack of trust between the parent company and the 
employee, which led to exploring other employment options prior to return. Marla later 
related that the only repatriation support she had received from her organisation was a 
lift to the airport from the general manager.
4.5. Other Reasons for Return
In light of the question about why German female expatriates failed their lAs, the 
template “other reasons for return” emerged. This template denotes other factors 
leading participants to premature assignment termination.
“Let us talk about any other factors that you consider led to premature 
assignment termination. ”
Factors that had not been explored in the interview were expressed by Russia 
assignees. Emma left for a personal reason, and gave the signal that she did not wish 
to elaborate on it in any further detail. Her lA was the shortest of all, and ended after 
four months in Moscow. Marla said she left because of a lack of appreciation. Her 
anger is expressed in the following passage:
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“What brought me home was the non-existent respect; you perform to 
the max and they can’t give a toss about you. For them, I was only 
somebody who could Increase the revenue." (MAR/RUS/1.22.2)
The above quote relates to a lack of recognition from the parent company for Marla’s 
achievement while working abroad. As she failed to feel any sense of appreciation, she 
therefore decided not to continue with the lA and to leave.
In the following extract, Tara brought up the fact that she had realised that Russia was 
not good and healthy for her and she could not have stayed any longer. As such, she 
took the initiative to leave:
“I started drinking when I could not take It anymore. I started drinking In 
the evenings, I drank when I was In a depressive phase, and did not feel 
well. It sounds crazy but I stared out o f the window for hours and then I 
went to bed, finally numb.” (TAR/RUS/31.20)
In this quote, cultural adaptation came into play. Tara shared this specific coping 
strategy during the interview. Furthermore, she identified that it was the primary reason 
why she had chosen to return prematurely from Russia. Nonetheless, this finding is not 
representative, and therefore no concrete conclusions can be drawn about whether risk 
to health could be considered a factor in expatriate failure in I As. Other expatriates 
cited personal reasons, and refused to elaborate any further on what these 
experiences comprised.
4.6. Results Summarised
This study provides a comparison between German female expatriate managers sent 
to two culturally different lA destinations. To add to the complexity of expatriate failure, 
each phase of the expatriation cycle has been examined. This in-depth exploration 
aimed to identify the factors that were the main reasons for the failure of expatriate
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assignments, and to explore whether the same factors were present in UK and Russia 
assignments. UK- and Russia-assigned expatriates shared these similarities in their 
expatriation experience:
• no gender barriers to being selected for an lA
• a lack of formality in the selection process/informal selection 
being the only candidate for expatriation 
high motivation to expatriate 
expatriation in order to enhance managerial careers 
one to three months lead time prior to expatriation 
a lack of intercultural preparatory training 
an interest in foreign cultures 
feelings of being an outsider in the host country 
a lack of organisational mentoring programmes 
a lack of formal career planning prior to repatriation
• a lack of repatriation support from the parent or host company
Several differences, however, were presented by UK and Russia assignees, which are 
identified and compared in Table 14.
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UK-assigned expatriate managers Russia-assigned expatriate managers
• Proficient in host country language 
skills
• Lacking host country language skills
• No own initiatives were taken to self- 
prepare for expatriation
• Own initiatives were taken to self- 
prepare for expatriation
Discontent with employment situation 
in the home country
• N/A
• Travelled back home every 1 -3  
months
• Travelled back home every 3 months
• Felt adjusted after 4 -6  months • Reported to have been barely
adjusted during the actual assignment 
period
• Received rewarding job offers prior to 
repatriation
• N/A
Table 14; Points of difference between UK- and Russia-assigned expatriate managers 
Source: Based on field studies
The previous section shared the data collected through standardised, open-ended and 
one-to-one in-depth interviews. Factors that were the main reasons why expatriate 
failure occurred, as well as how national cultural diversity mattered in terms of female 
expatriate managers’ experiences in international transfers to the UK and Russia, were 
scrutinised.
The interview sample that was studied experienced informal organisational selection 
procedures. They were often the only candidates willing to expatriate that were 
available in the pool of employees, and all expatriated with a lead time of between one 
and three months. In the same way, all participants were motivated to expatriate to 
enhance their careers and invest in their professional development. Furthermore, none 
of the participants seemed to place weight on the cultural value of going abroad, 
although most showed some interest in learning about a foreign culture. Before their 
departures, participants recollected the absence of cross-cultural training, as well as a 
lack of intercultural self-preparation. During the actual assignment, a similar feeling of 
being an outsider in the host country came to the fore, and this was experienced by all 
participants. Furthermore, specific organisational support, in terms of mentoring, formal
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career planning prior to repatriation or help with repatriation, was not provided to UK- or 
Russia-assigned expatriates.
However, when the two study groups were compared, some significant differences 
were found. Russia-assigned expatriate managers lacked a general awareness of 
Russian culture and basic language knowledge. Although some of the Russia-assigned 
expatriate managers took their own initiatives to prepare for the international transfer, 
they were generally unable to adjust to the host country environment during their actual 
assignment in Moscow. In stark contrast, UK-assigned expatriate managers were 
proficient in English and, despite a lack of formal or self-preparation before their time 
abroad, most felt adjusted after four to six months.
In conclusion, expatriate failure is a cumulation of various factors independent from 
culture, including multiple missed opportunities to properly prepare for adapting to a 
new culture abroad. Referring to expatriate failure is likely a generalisation, as the 
expatriate is not necessarily solely responsible for the failure of an expatriate 
assignment. This is important for HR practitioners who are confronted with assigning 
female expatriate managers to any expatriation destination. This study provides future 
female expatriates with valuable insights for UK and Russia assignments to help lower 
expatriate failure. Finally, this qualitative study allowed participants to tell their personal 
stories from the employee perspective and consider “how” certain factors led German 
female expatriate managers to premature assignment termination. The factors 
identified here thereby add to the body of expatriate management literature and 
theories of expatriate failure.
The following section discusses the study findings in terms of what other scholars have 
found that leads to expatriate failure in I As. It provides insight into how expatriate 
failure rates could be lowered, through the implementation of improvements made 
during the entire expatriation cycle.
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5. Discussion of the Results
5.1. Introduction
The findings presented in Chapter 4 highlighted the factors leading to the non­
completion of international assignments. In the current chapter, the principal findings 
derived from this qualitative in-depth investigation will be discussed against the 
background of relevant expatriation research literature.
With the aim of elucidating which factors led German female expatriate managers to 
terminate their assignments prematurely, each of the three independent phases of 
Reiche & Harzing’s (2009) expatriation cycle (from initial selection and preparation to 
the actual assignment period and repatriation) has been regarded in depth. The 
clarification of these factors, in general, could lead to a better understanding of what it 
is like to be an expatriate professional from the participants’ own descriptions, as 
opposed to the subjective descriptions of the causative factors obtained from HR 
professionals. The data collected from the employee perspective challenges the view 
of the majority of previous studies, which attribute all responsibility for a failed lA to the 
expatriate alone (Adler, 1987; Shaffer & Harrison, D., 1998). Although the personal 
experiences of study participants included details rather unique to the individual, 
similarities and differences between two culturally different host countries were present. 
General factors leading to expatriate failure were extracted from a review of the 
literature (see Table XX). Most of these can be confirmed, and other factors that are 
not included in the literature have been identified.
5.2. Phase One: Expatriate Selection and Preparation
Organisations react to the global demand for a greater number of workers by sending 
an increasing amount of their workforce abroad (PricewaterhouseCoopers LLP, 2006). 
Similarities were found in the staffing procedures of MNCs when assigning expatriates
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to an lA. Based on the narratives depicted, MNCs assigned international professionals 
in an unstructured way. No careful systematic selection in recruiting for an international 
position was followed. This finding challenges the latest results from a study by Tungli 
and Peiperl (2009), who report that German MNCs regularly select international 
personnel through structured interviews, using references and self-nomination. It is 
assumed that organisations have a “hard time” when recruiting candidates who are 
qualified for expatriation (Waxin & Pannacio, 2005, p. 51), which leads them to omit 
such formalities. The following section compares the organisational selection process 
as experienced by UK- and Russia-assigned expatriate managers.
5.2.1. Lack of Formality in Selection Procedures
A significant factor for international assignment success is the implementation of 
recruitment policies by MNCs to identify appropriate candidates who can live and work 
efficiently in foreign cultural environments (Hays, 1974). UK and Russia assignees 
collectively experienced a lack of formality in the selection procedure. None of this 
study's participants were assessed in terms of their technical and/or functional 
expertise, their managerial competencies (Hays, 1974; Harvey & Novicevic, 2008) or 
their ability to cope with environmental variables (Reiche & Harzing, 2009). 
Furthermore, personal traits, such as tolerance for ambiguity, behavioural flexibility, 
ability to be non-judgemental, cultural empathy, openness to new experiences, self- 
efficacy and strong interpersonal skills (Cooper, 2011), were not considered in the 
selection process. Such deficiencies in German MNCs' assessment of intercultural 
competencies are also reported by Stahl (1998, German publication). He studied 116 
German expatriate managers, and none of them had been checked for intercultural 
abilities. This current study supports Stahl's (1998) findings, as well as those of Graf 
(2004b), as it confirms that none of the MNCs represented by participants in this study 
had tested employees' intercultural capabilities when recruiting managers for 
international positions in the UK or Russia.
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The results of this study challenge previous findings that are common throughout the 
literature on selection procedures, which identify that expatriates are selected for 
international assignments through the use of formal assignee selection policies 
(PricewaterhouseCoopers LLP 2006; Littrell et a i, 2006). The observed shortcomings, 
in terms of a planned and effective candidate selection, are seemingly attributable to a 
lack of suitable candidates. Notably, all UK and Russia assignees were either the only 
candidate or the back-up candidate for the international position offered. This leads to 
the conclusion that German female expatriates were appointed with a rather “rational” 
organisational objective of filling the managerial position in the MNC subsidiary (Harris, 
H. & Brewster, 1999, p. 488).
These findings are supported by some existing literature. For example, earlier research 
that investigated expatriate manager selection identifies that the procedure followed a 
selection system known as the “coffee machine” system, which indicates that the 
process is largely informal and can be as simple as a senior manager meeting a 
colleague at the office coffee machine, and potential candidates for expatriates being 
identified over the course of their informal conversation (Harris, H. & Brewster, 1999, p. 
488). The candidates are, as Linehan & Scullion (2004) identify, appointed ad hoc from 
a restricted candidate pool. As such, the organisation takes a “reactive rather than a 
strategic approach to expatriation” (Reiche, 2007, p. 30).
Informal selection practices are relevant in terms of expatriate failure. Finding the right 
candidate for an international selection process requires greater formality. Scholars 
agree that simply filling the position with the next-best available person is linked to 
expatriate failure (Scullion & Brewster, 2002). Expatriates require further selection 
criteria, such as assessment of technical, managerial and adjustment abilities (Hays, 
1974; Harvey & Novicevic, 2008; Reiche & Harzing, 2009).
To conclude, the selection processes elaborated on by this study's participants indicate
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that selection was chiefly based on two factors: informal selection and picking a 
candidate for the sake of having someone to go abroad. As many of the candidates 
were motivated to gain international experience, they were automatically accepted, as 
they fit the requirements of the company -  a manager who was willing to take on an 
assignment in either the UK or Russia. Based on the findings of this study, it would 
appear feasible to implement structured procedures to select staff for managerial 
positions in foreign corporate subsidiaries, in order to prevent failure in international 
employee assignment. In conclusion, unstructured expatriate selection is confirmed to 
be a factor that contributes to lA failure.
5.2.2. Motivation to Accept an lA
This study shows no difference in the willingness to expatriate to either the UK or 
Russia. Due to the situation of the job market or limited career possibilities, participants 
were motivated to transfer internally and accept an lA (Harrison, E. & Michaelova,
2012; Shaw & Rowe, 2012). Expatriating to a foreign country involves the willingness 
as well as the motivation to live abroad (Tharenou, 2008). Lowe, Downes & Kroeck 
(1996) report that a candidate's willingness to either accept or reject a long-term 
assignment is contingent on the cultural similarity or dissimilarity of the host country. 
This study supports this finding, as most participants did not reject the possibility of 
accepting an lA in the UK or Russia. Additionally, Tung (2004) notes that men and 
women do not differ significantly in terms of the decision to accept an lA in a country 
with perceived difficult living conditions, such as Russia (Tharenou, 2008).
Furthermore, when both study groups were compared, with regards to the willingness 
to expatriate, none of the participants were pressured by their parent company to 
accept an lA.
The first small but meaningful difference that emerged between the UK- and Russia- 
assigned expatriate managers pertained to their expressed motivation for choosing
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expatriation. Only UK-assigned expatriate managers sought to escape their present 
situation in the parent company and therefore desired to go abroad. These findings 
resonate with Cerdin & Le Pargneux (2009, referring to Torbjorn, 1976) who ascertain 
that the motivation to accept an lA stems from an individual's desire to change his/her 
previous circumstances, and his/her discontent with the home country prior to 
departure, which is accordingly referred to as a negatively-motivated desire for change. 
In contrast, such motivations were not present among Russia-assigned expatriates. It 
was explained that they had decided to accept an international position because of 
their own desire to get in contact with different cultures, or for professional managerial 
development. Given Hofstede's (2009) idea of distant cultures, it appears that those 
who were willing to spend time in Russia were also likely to be highly motivated for the 
lA, as they would consider Russia a difficult country in terms of adjustment, especially 
given that the country is a known challenging expatriation destination (Brookfield, 2013, 
2014). Furthermore, it is possible to tentatively assume that expatriate failure in 
Russian assignments resulted from the country's challenging cultural dissimilarity when 
compared to Germany (Vromans eta!., 2013). It is also important to note, however, as 
Cerdin & Le Pargneux (2009) argue, that relationships between the motives for 
accepting an lA and expatriate failure have not yet been empirically tested or 
theoretically explained. Furthermore, studies by Tharenou (2008) and Hardy (2011) 
conclude that women’s motivation to expatriate is not yet understood, and more 
research is needed.
Scholarly understanding about why expatriates accept lAs varies. Findings from this 
study correspond to three generally accepted reasons: 1) desire to escape difficulties in 
the home country, 2) curiosity about foreign countries, or 3) interest in career 
development. Furthermore, the slight difference between expatriates who expatriated 
to the UK and to Russia seems to indicate that those who wish to escape are more 
likely to choose an expatriate assignment in a culturally-similar country, such as the UK
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(Hofstede, 2009).
These assumptions, as well as others about expatriation motivation, are, of course, 
tentative and require further investigation (Tharenou, 2008; Hardy, 2011).
Nevertheless, managers who choose to accept lAs require support from their parent 
companies. How UK- and Russia-assigned expatriates were prepared prior to transfer 
is elaborated on in the following section.
5.2.3. Preparation
Based on the narratives presented in this study, no difference was evident with regards 
to pre-departure cultural preparation for the lA in order to facilitate in-country 
adjustment. In both groups studied, most UK- and Russia-assigned expatriate 
managers were precluded from receiving the pre-departure training they needed to 
adequately prepare for the host country workplace and the culture shock. Training was 
offered to one assignee from each group studied. Despite the fact that scholars 
recommend that such programmes should be implemented, the training was not 
gender-oriented in terms of the culture-specific features of the host country destination 
(Linehan & Scullion, 2001b). All participants described that they would have 
appreciated any training provided by their parent companies that would have trained 
and prepared them for how to behave in their host country. These observations reflect 
Brewster’s (1995) claim, cited by Waxin & Panaccio (2005, p. 51), that intercultural 
training is “insufficient, incomplete or simply non-existent”. This finding is also re­
confirmed by Tungli & Peiperl (2009, p. 164) who report that German MNCs 
“sometimes” provide cultural training.
Taking these insights into account, it was articulated that training was a missing part of 
assignees’ move to the host country, and they felt that such programmes could have 
facilitated their adjustment to the host country's cultural values and norms. These 
assumptions are confirmed by Waxin (2004), who posits that intercultural training
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facilitates intercultural adjustment. Various scholars, such as Suutari & Brewster (2000) 
and Schneider & Barsoux (2003), accredit expatriate failure to a lack of cross-cultural 
training (CCT). They advocate CCT in the form of pre-departure training, post-arrival 
training and repatriation training. Shen's (2005) observation, that failure rates are 
lowered significantly if training is used to help the expatriate adapt to living and working 
in new environments, confirms the participants' suspicions. They would have been 
better equipped for success abroad if they had been trained.
Although scholars indicate that national cultures differ across various dimensions (Hall, 
1976; Schwartz, 1994; Hofstede, 2001), organisations were not prepared to provide 
CCT to expatriates. For instance, when applying the concept of Hall (1976), Germans 
working in Russia transfer from a low-context culture to a high-context culture, which is 
assumed to be relatively difficult, as cultural norms must be implicitly understood 
(Kittler et al., 2011). Despite the fact that scholars insist that cross-cultural preparation 
prior to expatriation would increase the likelihood of expatriates succeeding, 
participants' recollections and other reports confirm that such support is often not 
provided. As such, expatriate managers are often sent to countries that are completely 
different culturally, without any indication of what cultural differences they should 
expect or how they could properly adjust to their new environment. Many factors play a 
part in why preparation is not offered, including time. The following section compares 
the time that expatriates had prior to their departure to both the UK and Russia for 
preparing for their international transfer.
5.2.4. Lack of Time Prior to Departure
Comparing the two groups, no difference was reported with regards to the average 
time they had to prepare for their lA. It is evident that a lack of preparation time for the 
UK- and Russia-assigned expatriates played a major role in the conclusions of this 
study.
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Further analysis showed that both the UK- and the Russia-assigned expatriates' 
choices to accept the international assignment were based on rather spontaneous 
decisions, which resulted in one to three months’ preparation time prior to departure. 
This leads to the assumption that, for MNCs, the time between selection and departure 
was too limited to offer CCT. This confirms recent findings by Tungli & Peiperl (2009), 
which illustrate that the simple response as to why German, Japanese, UK and 
American multinationals did not train their international cadre was “due to lack of time”
(p. 166).
Domsch & Lichtenberger (1995) focused on German MNCs and preparation time 
before expatriation. They found that, in the sixteen German companies they 
researched, expatriates were allowed less then six but at least two to three months to 
prepare for a foreign deployment. These results are supported by 
PricewaterhouseCoopers LLP's (2006) recent study, which found that the average 
time between selection and departure is 65 days. Furthermore, the length of time 
devoted to preparation for the international transfer varies according to the job, the 
position and the expatriates' prior experience in foreign countries (Domsch & 
Lichtenberger, 1995; Waxin, 2004).
Participants felt that the short amount of time they were given prevented them from 
fully preparing themselves for their stay abroad. Furthermore, the limited time they had 
forced them to develop coping strategies in their attempts to self-prepare for their time 
abroad. As such, time constraints also impacted on participants' intercultural self­
preparation. These difficulties are discussed in the following section.
5.2.5. Intercultural Self-Preparation
A second difference concerns assignees’ initiatives to overcome the lack of 
organisational preparatory training and to find ways to enhance their own comfort in 
their general adjustment to the UK or Russia. UK-assigned expatriate managers did not
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consider any form of self-preparation for the intercultural transfer. This could be 
explained by the fact that UK assignees presumed that Germany and the UK share 
cultural similarities (Vromans et al., 2013) and so did not consider intercultural self­
preparation beneficial.
In contrast, Russia-assigned expatriate managers took the initiative to self-prepare for 
their cultural transition to Russia. Some participants used specific strategies, such as 
learning the Russian alphabet or reading Russian literature. The naivety highlighted by 
some of the Russia-assigned expatriate managers -  whether in respect to their pre­
departure preparation or with regards to the new culture and language -  is striking. 
Consequently, the lack of perceived importance in terms of self-training could be 
explained either by the short length of time between selection and expatriate departure 
(Jassawalla et al., 2004) or by the participants’ own inability to see the benefits of 
familiarising themselves with the host culture prior to departure, to enhance the comfort 
of general adjustment.
To date, not much is known about the effect of expatriate self-preparation on the 
assignment period. Shaw & Rowe (2012) most recently note that self-training is 
beneficial, and suggest that such training would be likely to increase the expatriates’ 
ability to live and work in the unfamiliar host country environment. More research is 
indeed needed about the effect that such cultural self-preparation has on cultural 
adjustment.
5.3. Phase Two: The Actual Assignment Period
In scholarly research about expatriation, cross-cultural adjustment is recognised as the 
most important factor that derails expatriate assignment success (Littrell, 2006; Tungli 
& Peiperl, 2009; Kittler et al., 2011). Cross-cultural adjustment generally refers to the 
familiarity and comfort achieved in the cultural context, including interaction with host 
country nationals (Black & Mendenhall, 1990). Research also reports that married
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female expatriates experience more successful cross-cultural adjustment than single 
female expatriates (Caligiuri et al., 1999). Single expatriates without the social support 
of a partner, such as those considered in this study, may experience more difficulties in 
their overall adjustment to the new culture. Accompanying partners may take the role of 
a mentor and supporting partner in moments when feelings of isolation and loneliness 
emerge (Waxin, 2004).
Waxin & Panaccio (2005) argue that prior international experience facilitates cross- 
cultural adjustment. The participants reported that they had been exposed to other 
cultures before they accepted their lA. The results indicate, however, that participants 
in this study experienced weaknesses in terms of cultural adjustment, despite prior 
international stays. Furthermore, such cultural adjustment problems could lead to 
expatriate failure. Multiple facets of adjustment have to be considered when getting 
used to the conditions that prevail in the host country (Caligiuri et al., 1999). There 
were no differences between the UK- and Russia-assigned expatriate managers with 
regards to the organisational social support they received during their assignment 
abroad. Both study groups experienced little to no organisational support that could 
have facilitated their adjustment to their foreign work environments. Research by 
Eisenberger et al. (1986) purports that an employee's perception of how his/her 
contribution is valued by employers is key to well-being. In terms of this study, it seems 
that the parent companies’ commitment to the well-being of the expatriates was rather 
limited for both groups.
Results from this study indicate that German expatriates in the UK and Russia faced 
multiple host-country-related challenges. The participants' experiences of their local 
acculturation were described during the interview in various ways. These adjustment 
“modes” (Zimmermann etal., 2003, p. 4) include getting accustomed to living in the UK 
and Russia, and working and interacting with host country nationals (Black, 1988).
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To further separate these three facets of cross-cultural adjustment, Black's (1991) 
three-component conceptualisation of the socio-cultural in-country adjustment is used 
to discuss the findings of this research in the subsequent sections, using the 
distinctions of general, interaction and work adjustment. The following section 
compares expatriates’ general adjustment abilities to different cultural contexts in the 
UK and Russia.
5.3.1. General Adjustment
A third difference between UK- and Russia-assigned expatriate managers concerns the 
time for general adaptation to the new culture during the actual assignment. General 
adjustment refers to becoming accustomed to the host country’s living conditions 
outside the work environment (Zimmermann et al., 2003).
After their transitions to the new locations, all participants soon came to realise that the 
unfamiliar host country environment was challenging. These difficulties resulted in a 
lack of adjustment to local conditions. The reported time to adjust to the general culture 
of the host country varied from four to six months for UK-assigned expatriate 
managers, to not being able to adjust to domestic and work life at all for Russia- 
assigned expatriates. These findings can be explained by Selmer's (2006, p. 1209) 
prediction that “the greater the cultural novelty of the host country, the more difficult” it 
would be for an expatriate to adjust to local conditions. As Germany is more culturally 
distant from Russia than the UK (Hofstede, 2009), it seems clear that the overall 
acculturation process would be a smoother experience for the UK-assigned expatriate 
managers. Selmer (2006) also concludes that, although it is difficult for expatriates to 
adjust, regardless of whether they are experiencing high or low degrees of cultural 
novelty, larger cultural differences are related to a more difficult adaptation process, as 
was evident among the German female expatriate sample assigned to Russia.
Cultural novelty was greater for Russia- than for UK-assigned expatriates. Russia
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differs from Germany geographically and historically and, therefore, it was more likely 
that managers assigned there would experience greater difficulties. Caligiuri et al. 
(1999) highlight that difficulties with cultural novelty tend to predict that an lA would 
have limited success. Russia-assigned expatriate managers referred to certain 
unfamiliar environmental circumstances, such as corruption, pollution and harsh 
climate. The literature on expatriate management in Russia remains relatively silent 
with regards to the facet of living adjustment, and this poses a research gap (Kittler et 
al., 2011). Other variables that factor into international assignment failures, for example 
communication and language skills and language competencies, have yet to be 
explored.
5.3.2. Interaction Adjustment
Interpersonal relationships between host country nationals and German female 
expatriate managers, particularly the ability to cross cultures, were influenced by a 
variety of language barriers. Interaction adjustment deals with the process of adapting 
to socialising and engaging with host country nationals on a day-to-day basis (Black, 
1991). The following section compares the participants’ language competencies, which 
were considered to be essential for lA success.
(i) Language Ability and Communication Problems
The ability to speak the host country language (i.e. having appropriate foreign language 
skills) is found to assist expatriate acculturation (Kittler et al., 2011) and is a 
prerequisite for intercultural adjustment (Puck et al., 2008).
A fourth difference in this study pertains to the language skills of German female 
expatriates, which could have enhanced adaptation to the new culture. The contrast 
between the UK- and Russia-assigned expatriate managers related to their proficiency 
in the host country language. UK-assigned expatriate managers were proficient in
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English and could converse fluently with British nationals. In stark contrast, Russia- 
assigned expatriate managers were found to be restricted in their communication 
abilities, due to lacking Russian language knowledge. In previous research on 
expatriate adjustment, the ability to communicate with host country nationals has been 
linked to international managers' higher levels of cross-cultural adjustment (Kittler et 
al., 2011, referring to Puck et al., 2008).
However, no differences came to the fore with regards to the interaction adjustment of 
German female expatriates in the UK and Russia. No difference was found in terms of 
their contact with host country nationals outside the workplace. Although the UK- 
assigned expatriate managers rated themselves as being proficient in English, and no 
language barrier was expected, they recalled that their interaction with British nationals 
had been virtually non-existent. This is a surprising finding. One possible explanation 
for such limited contact could be that UK-assigned expatriates primarily worked as part 
of an international team, and “a third of all jobs” in the British capital are held by 
migrants (Dickmann, 2012, p. 786). As such, the opportunity for such contact could 
have been rather limited.
Research consistently highlights the importance of building relationships with host 
country nationals (Puck etal., 2008). Both groups studied experienced barriers to 
socialising with host country nationals, and detailed feelings of outsiderness 
(Richardson & McKenna, 2006) and feelings of isolation (Linehan & Sculion, 2004). 
Participants from both study groups sought company and social interaction from the 
expatriate community or other German nationals. Hechnova et al. (2003) confirm that 
many expatriates have the propensity to interact only with other expatriates, rather than 
with host country nationals.
It became apparent that organisations from both groups studied did not place any 
emphasis on foreign language training as part of lA preparation. A possible explanation
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for this finding is that organisations place employees’ language fluency relatively low on 
the list of supportive training, as a means to control costs (KPMG, 2012). This is 
confirmed by the data supplied by PricewaterhouseCoopers LLP (2006), who report 
that organisations “spent nothing for cultural training or language at all, even though 
they believed that it would benefit their individual assignees and help them to adjust 
more quickly to the assignment location” (p. 22).
A surprising finding was discovered by Michaelova (no date, p. 4), who found that one 
in six Western expatriates are fluent in Russian. Given MNCs' limited appreciation of 
language preparation prior to departure, the expatriates' willingness to take on the 
responsibility to self-prepare for their lA and take Russian language courses were 
found to be rather limited. Two Russia assignees made arrangements to study Russian 
prior to departure and continued to study the language once they arrived in the country. 
Others did not take any Russian language classes, as their language of business was 
English. The perceived need to learn the language was relatively low, based on the 
relatively large expatriate community in Moscow to build up social ties, and on irregular 
interaction with host nationals. This study therefore supports Harrison E. &
Michaleova’s (2012) findings, which speculate that expatriates rely more on other 
expatriates than on host country nationals for social interactions outside work. The 
following section compares the insights that participants provided about their 
adjustment to their host country workplace during their actual assignment period in the 
UK and Russia.
5.3.3. Work Adjustment
Work adjustment in the context of this study refers to the expatriates’ ability to adapt to 
the specific work culture in the host country. Breiden (2004) identifies and confirms that 
“work-related adjustment has been identified and confirmed as a distinct facet of 
adjustment” (p. 10). In the regional context of this study, both host country work
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environments are considered to be different from the German work environment 
(Hofstede, 2001, 2009). Participants from both groups studied provided examples of 
the challenges they faced in terms of acculturating to the foreign work environment. 
Different perceptions, beliefs and values emerged, which led expatriates to experience 
misunderstandings and conflicts in the workplace during their interaction with members 
of the host culture (Selmer, 2006). Mentoring support is considered to enhance work 
adjustment during an expatriate's time in the host country, and therefore increases the 
expatriate's cross-cultural adjustment (Breiden, 2004; Mezias & Scandura, 2005). The 
following section compares German expatriates’ experience with mentoring support on 
international employee placement in the UK and Russia.
(i) Organisational Mentoring Support
Neither UK- nor Russia-assigned expatriate managers were provided with a mentor 
prior to or during their presence in the host country, which could have supported their 
cultural transition to the new work environment (Cooper, 2011). According to Cooper 
(2011), referring to previous research by Mezias & Scandura (2005), mentoring 
relationships in the international context are under-examined.
As the company failed to provide such support, the contrast between UK- and Russia- 
assigned expatriate managers, in terms of mentoring support, focuses on the 
participants' initiative to establish a mentoring relationship. It was found that, whilst in 
the UK, no effort was made to search for a mentor. In comparison, two Russia- 
assigned expatriate managers sought out a mentor during their lA in Moscow. This is 
an interesting finding, as German expatriates assigned to the UK seemingly did not 
consider the benefits of having a mentor to help guide them through the new culture 
and to help them adjust to their new workplace. This corresponds with what Vromans 
et al. (2013) call the “presumed cultural similarity paradox”, which pertains to the 
“unexpected difficulty expatriates experience when working and living in a cuiturally-
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similar country” (p. 220). German expatriates’ perceived familiarity with the UK led 
them to believe that adjusting to British culture would be relatively easy; as such, they 
did not see the need for a mentor.
As all participants reflected, when considering the challenges they had faced while 
adapting to the different working culture in the host country, it seems that mentoring 
could have had potential benefits for the successful outcome of an lA (Cooper, 2011). 
The participants from both groups studied maintained that such difficulties either limited 
or prolonged their adjustment to work (Zimmerman et al., 2003). In the following 
section, the work-related facet of expatriate adjustment without organisational 
mentorship, as experienced by German female expatriates in the UK and Russia, is 
compared.
A fifth sensitive cultural difference between German-British and German-Russian lAs is 
concerned with the adjustment to the host country work environment. It was found that 
work-related values between the home and the two host countries studied differed. The 
participants recalled work-related cultural challenges in terms of personal relationships 
with co-workers, communication in the work place (Djursaa, 1994), and the working 
conditions they encountered abroad (Kittler et al., 2011 ).
Changes within the work environment presented some challenges for German female 
expatriates in the UK. Hofstede’s (2001) hypothesis characterises the British 
management culture as having very high individualism and moderate masculinity, low 
power distance, and very low uncertainty avoidance, whereas Germany is more often 
characterised as a country with moderately high individualism and masculinity, and 
moderately low power distance and uncertainty avoidance. Schwartz’s (1994) value 
preferences supportively overlap Hofstede’s (2001) cultural variations in national 
cultures (Koen, 2005). UK-assigned expatriate managers detailed the differences in the 
working conditions with regards to British colleagues’ interpretation of the German
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structured approach towards work (Koen, 2005), for which participants in this study 
were often criticised. Differences in the style of reporting and involvement, and 
differences in structure vis-à-vis how work is approached, led to frustration and 
adjustment challenges in the UK. Participants recalled that British nationals are not as 
detail-oriented as Germans are, that they favour shorter planning horizons and that 
they pay less attention to authority (Djursaa, 1994). The participants had to get used to 
these realities over time.
UK-assigned expatriate managers used the English language to speak with their host 
country colleagues. Although Germany and the UK represent two low-context 
communication cultures, which means that they transmit direct and explicit messages 
(Hall, 1989), German nationals tend to communicate with complete, clear, direct and 
precise messages. In contrast, the structure of English sentences uses more idiomatic 
expressions (Hall, 1976), which pose a challenge for Germans. Although German 
expatriates were proficient in English, they used a rather direct communication style 
(direct versus indirect communication), and British nationals criticised their German 
colleagues for being too direct in their communication. The participants frequently 
expressed that their explicit style of communication had caused problems with their 
British colleagues, as they were sometimes considered too rude and direct, which 
Djurssa (1994) also highlights.
UK-assigned expatriate managers mentioned that their limited contact with their British 
colleagues led them to feel excluded from networks in the workplace. This could be 
explained either by British nationals’ higher cultural individualism, as societies high in 
cultural individualism seek to maintain borders between their members (Hofstede, 
2001), or because German expatriate managers were aware of the low proportion of 
women in senior management positions in the British banking sector (Women in 
Banking, 2012), and this restricted their confidence in interacting with their male 
colleagues.
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Russia-assigned expatriates experienced similar feelings of cultural differences in the 
workplace, including adaptation to new job tasks, high levels of work demands and 
differing roles in the work environment. Hofstede (2001) characterises Russia as 
having low individualism and masculinity, and very high power distance and uncertainty 
avoidance, which is in stark contrast to German nationals, who rate moderately high on 
the individualism and masculinity scales and moderately low in terms of power distance 
and uncertainty avoidance.
With regards to German female managers working in Russia, significant cultural 
differences were encountered in terms of getting work done, as the “ideal” boss is 
considered both benevolent and paternal, which implies that close supervision will lead 
to productive work (Koen, 2005), and German nationals tend to expect discipline when 
it comes to working individually (Koen, 2005). The German expatriate brought up in a 
successful independent economy requires uncertainty avoidance to cope with the 
Russian resistance to change. Russia-assigned expatriate managers remarked on a 
difference in the performance standards encountered in the host company, which 
hindered them from pursuing the work-related objectives of the assignment. This 
corresponds to what Michaelova (no date, p. 13) reports, that Russian managers feel 
uncomfortable with Westerners, and are “passively in favour of the change”. 
Furthermore, the Russia-assigned expatriates recalled that they had to overcome 
internal shortcomings in personnel and infrastructure, including a lack of English 
proficiency among the Russian subordinates in the MNC subsidiary. This supports 
Michaelova's (no date, p. 4) findings that, of all the employees from a single company, 
approximately one per cent could speak English.
With regards to communication, Russia is conceptualised as a high-context culture, in 
which messages are conveyed in an implicit and indirect manner, using a more general 
and conceptual approach (Hall, 1976). As most expatriates were not able to speak 
enough Russian to do business during their lA, the participants mostly spoke English at
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their workplaces. However, when the two groups studied are compared, the Russia- 
assigned expatriate managers did not refer to problems with the interpersonal 
communication style -  only in terms of the lack of the English language ability host 
country nationals possessed.
Russia-assigned expatriate managers remarked that their Russian staff exhibited a 
lack of independence and initiative. This result is consistent with a study performed by 
Wagner & Vormbusch (2010), who report that German expatriates were frequently 
confronted with problems concerning fundamentally different working styles in Russia.
However, Russia-assigned expatriate managers in this study did not mention that they 
had felt excluded from male networks in the Russian work environment. According to 
Hofstede (2001), Germany and Russia differ in their scores of masculinity. While 
Germany is moderate in masculinity, Russia rates high on the femininity scale 
(Hofstede, 2001), which indicates that women are welcomed as leaders within the work 
environment.
Leaving the host country also often presents difficulties for expatriates. The following 
section deals with differences encountered by UK- and Russia-assigned expatriate 
managers in the final phase of the expatriation cycle, the repatriation phase.
5.4. Phase Three: Repatriation
5.4.1. Lack of Repatriation Support
When an expatriate returns from the lA to the parent country location, “repatriation” 
occurs (Chew & Deboswki, 2008, p. 3). In differing ways, the interview sample 
described that organisational support prior to and during repatriation, which ought to 
facilitate the transition back to the home country, was absent. In terms of this study, 
two of the ten organisations offered a formalised repatriation process that focused on 
preparing the individual for their next role in the organisation. Lazarova & Cerdin (2006,
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referring to Tung, 1988, 1998b; Harvey, 1989; Forster, 1994; Baughn, 1995; Tsang, 
1999; Poe, 2000; Bonache etal., 2001; Scullion & Brewster, 2001; Linehan & Scullion, 
2002; Paik et al., 2002; Suutari & Brewster, 2003) note that expatriates reported “bitter 
disillusionment with the repatriation process” (p. 40). Such sentiments were re-echoed 
by the UK- and Russia-assigned expatriate managers in this study.
A study by PricewaterhouseCoopers LLP (2006) found that 75 per cent of expatriate 
employees who are dissatisfied with the repatriation guidance they receive from their 
organisation consider leaving their employer either during or after their work abroad. 
Chew & Debowski (2008) agree that the omission of supportive services during the 
repatriation process is found to predict the premature termination of international 
postings. According to KPMG (2006), organisations are much more focused on 
expatriate selection than on repatriating expatriate managers to the home country. The 
above-discussed lack of repatriation support leads to investigations regarding other 
career options.
5.4.2. Receiving a Career-Enhancing Job Offer
An influential factor leading some of the participants to premature assignment 
termination was a career-enhancing job offer. German national culture is highly 
masculine (Hofstede, 2009); managers are expected to have ambitious career 
aspirations (Koen, 2005), which is confirmed by Stahl et al. (2000), who propose that 
an lA is considered a tool for an expatriate to manage his/her career. Nonetheless, this 
study reveals that all expatriate managers felt that they had not been given such an 
opportunity for career management with their employer, although the lA was an 
opportunity for them to advance their career -  if not with their own company, then with 
another company.
The ways in which the UK- and Russia-assigned expatriates chose to cope with their 
high levels of dissatisfaction and insufficient organisational attention prior to repatriation
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marked a significant difference. Only UK-assigned expatriate managers reported that 
they had sought different intra-organisational career opportunities and career 
opportunities outside the current company to manage and advance their own careers 
whilst on the lA. They used the organisation's apparent lack of strategic career 
planning as a sign that they had little or no opportunity with the company other than to 
use the exit road and return early from the lA, accepting a career-enhancing job offer 
instead of completing the lA. In contrast, one Russia-assigned expatriate manager 
mentioned that she had left her position for an employment opportunity in Germany. A 
lack of career planning led all participants to report extreme dissatisfaction with their 
repatriation experience.
Overall, it is clear from this study that the lack of repatriation support offered for both 
UK- and Russia-assigned expatriate managers was a factor that led to premature 
assignment termination. The results obtained in this investigation are consistent with 
those presented by Chew & Debowski (2008), which relate to the elements of 
organisational support that are most commonly provided to expatriates, and found that 
organisations only place limited emphasis on repatriation and career planning. As such, 
many companies fail to recognise or accommodate these concerns in their repatriation 
practices and policies, an area that has received little attention until now.
Scholars note that often, upon completion of the lA, no job guarantees are provided by 
the home organisations (Black & Gregersen, 1999). This cannot be confirmed by this 
study. When the UK- and Russia-assigned expatriate managers are compared, it is 
apparent that, for both groups, four out of five participants had been given the 
guarantee of a job upon return, which confirms the findings that Stahl et al. (2000) put 
forward: 83 per cent of expatriates from German MNCs are offered a guaranteed 
position upon their return from their lAs.
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5.5. Summary
The preceding sections presented a general understanding of how national cultural 
dimensions affect expatriates' cultural experiences in the UK and Russia. The 
interactions that occur between people from diverse cultural backgrounds were also 
investigated. The sections illustrated that cultural differences between the home and 
host country matter, and ought to be considered when working in another country. The 
data collected in this study supports the literature’s view that expatriate failure can be 
caused by an expatriate’s inability to adjust to an unfamiliar host country environment 
(Tung, 1981; Mendenhall & Oddou, 1985; Biscoe, 1995; Hill, 1998; Biscoe, 1995; 
Caligiuri, 1997), and that adjustment difficulties can occur whether the culture is similar 
or dissimilar, as Vromans et al. (2013) explain. However, it was found that, for this 
select sample of German female expatriate managers with UK and Russia 
assignments, a “lack of adjustment to the host culture” was not the only factor that led 
them to fail their lAs.
A few small but meaningful differences emerged over the course of this study. UK- and 
Russia-assigned expatriate managers differed in their motivations for choosing 
expatriate assignments UK-assigned expatriate managers lacked the initiative to seek 
mentoring support whilst on the lA and also managed to adjust after four months, 
whereas the Russia-assigned expatriate managers felt that they had been unable to 
properly adjust throughout their entire stay in Russia albeit they actively sought for 
mentoring support.
With regards to language fluency, a lack of foreign knowledge was found to only prevail 
for Russia-assigned expatriate managers. This can be explained by the German school 
system, where the first compulsory language taught is English. All study participants 
had received a higher education, but they had attended schools where Russian was 
not considered a requirement.
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Furthermore, only UK assignees actively sought other intra-organisational career 
opportunities and career opportunities outside their current company, resulting in the 
non-completion of their lA.
The previous sections have highlighted how British and Russian cultural values affect 
German expatriates in international assignments, particularly in terms of the similarities 
and differences between the cultural values of the home country and those they 
encountered in the host country. Despite this, expatriates and their organisations failed 
to consider the role that culture played in their adjustment abroad, and this led to 
problems for both groups studied.
Chapter 6, which follows, presents a conclusion to this research, including implications 
for management practices arising from this study, limitations and recommendations for 
future research directions.
6. Conclusion
6.1. Introduction
The purpose of the final section of this thesis is to draw the study to its conclusions, but 
first, to help the reader’s assimilation of the ground that has been covered by the 
different chapters of this dissertation. Chapters 1 to 6 are briefly summarised. Chapter 
1 introduced the underlying background of this research, highlighting that the demands 
of globalisation require research with expatriates working in German MNCs, with the 
UK and Russia seen as important host country destinations for expatriation. Chapter 2 
introduced prior expatriation research and an overview of three cultural frameworks 
that describe how national cultures differ. This chapter also considered what an 
expatriate experience entails and the phases that comprise an lA, and the main factors 
contributing to expatriate failure in lAs were identified from the expatriation literature. 
Chapter 3 identified the research's philosophical orientation, and provided a justification
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for why a qualitative methodology was chosen for the purpose of this research. This 
was followed with details about the sampling methods used to locate participants for 
the study, and a description of template analysis as a method for analysing primary 
data. Chapter 4 presented and compared the findings from the template analysis of in- 
depth interviews with the two groups studied. Chapter 5 presented a discussion of this 
study's major findings with reference to the literature. Key factors leading to the 
premature assignment termination of German female expatriate managers with UK and 
Russia assignments were identified. In light of the three research questions that guided 
this research, this chapter (Chapter 6) presents the conclusions of this study. 
Implications for management practice arising from this study are identified, as are the 
limitations of this research study. This is followed by recommendations for future 
research that links to or builds upon this study. Chapter 6 concludes by presenting a 
reflective diary, depicting the entire DBA experiences and the lessons learned by the 
author.
6.2. Final Thoughts
This study sought to add to the body of theory on the subject of German female 
expatriate failure, based on an exploration of the factors leading to the non-completion 
of lAs in the UK and Russia, and how these factors are influenced by home and host 
country national cultural differences. The realities of increasing globalisation have 
created a constant shift in the requirements for MNCs that invest in foreign markets 
(Kittler et al., 2011). International managers are forced to make fundamental changes 
in the way they handle foreign business, including expectations that they increase their 
presence in countries across the globe. As such, MNCs rely on the diverse group of 
expatriate managers who “work to ensure sufficient control of the subsidiary”, as 
Dorrenbecher & Geppert (2009, p. 383) articulate. A growing number of MNCs have 
become aware of the importance of ensuring that expatriates remain on international 
assignments, as the financial investment is great, and the motivation for a parent
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company to assign expatriates to an MNC subsidiary is critical to organisational 
success (Tungli & Peiperl, 2009).
Despite the increased importance of expatriation, several studies highlight that MNCs' 
strategies for preparing German expatriates for lAs are lacking (Domsch & 
Lichtenberger, 1991; Stahl, 2000; O’Reilly, 2003; Zimmermann etal., 2003; Kittler et 
al., 2011). Surprisingly, with the exception of Gruszynski (2007), few attempts have 
been made to study expatriate failure with a German national sample. To date, no 
study exists that focuses on the parameters considered in this research, i.e. 1) a 
German female sample; 2) expatriates’ personal experiences in culturally diverse 
countries such as the UK and Russia; and 3) exploring each phase of the expatriation 
cycle, from initial selection and preparation to the actual assignment period and 
repatriation.
Whether the same factors were present leading to the non-completion of lAs in 
different countries was explored, in this case considering the UK and Russia. 
Similarities were found in the organisational preparation and selection procedures.
Most expatriates initiated their lA themselves. Furthermore, it was described that 
German female expatriates were not subjected to a fierce organisational selection 
competition, and they were often the only candidate available in the pool of employees 
that was willing to expatriate. International staffing typically relied on an informal 
candidate selection process that did not use any selection criteria, such as competence 
or personality characteristics. No gender barriers in being appointed to an expatriate 
position were reported. Cross-cultural training, including language training, was mostly 
absent for both groups studied. This could be explained by a too-short lead-time of one 
to three months before expatriation. It was also found that mentoring programmes, 
which could have prevented expatriate managers’ adjustment difficulties, were not 
provided by the parent or the host company.
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During the actual assignment, participants -  regardless of the host country destination 
-  recalled feelings of isolation. All participants felt like outsiders because of their limited 
contact -  in private and at work -  with host country nationals. In terms of work 
adjustment, most participants depicted situations where they had to reach significantly 
beyond their comfort zone.
In the repatriation phase, most assignees were given the security of a “position” upon 
return, but not necessarily for an “equivalent” job, and the fear of diminished career 
opportunities was brought to light. Participants from both study groups felt undervalued. 
These experiences in the time leading up to their planned repatriation diminished the 
trust between employees and the parent organisations.
Initial differences were found in terms of the intercultural self-preparation efforts that 
UK and Russia assignees used to prepare themselves for their I As. UK assignees self­
prepared for practical matters (such as what furniture to move), while Russia assignees 
felt the urge for intercultural self-preparation. In terms of language proficiency, a 
second difference emerged. UK-assigned expatriate managers were proficient in the 
local language spoken, while Russia assignees lacked even basic local language skills. 
Russia-assigned expatriate managers recalled attempts to arrange some form of pro­
active language familiarisation during their preparation for the actual assignment.
In terms of expatriates’ adjustment to the host culture, UK assignees collectively voiced 
that they felt adjusted after four to six months, which could be explained by language 
fluency and familiarity with the country. In contrast, Russia-assigned expatriate 
managers felt that they had never really felt adjusted during their time in Moscow.
Dissatisfaction with the lack of repatriation support and organisational attention given to 
the repatriation process was expressed; however, UK and Russia assignees differed in 
their coping strategies, in terms of the dissatisfaction they felt with their parent country 
organisation before repatriating. UK-assigned expatriate managers reported that they
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had sought different career opportunities, to ensure that their repatriation would be a 
step forward. They felt that the organisation’s lack of attention to their return was a sign 
that staying with the company might not necessarily be the best strategy. As such, the 
UK assignees claimed that premature assignment termination was led by receiving 
career-enhancing job offers. In contrast, only one Russia assignee mentioned that she 
had left her position to secure herself a better job.
The dissatisfaction that all participants expressed in terms of their repatriation 
highlights one of the central findings of this study. As Gruszynski (2007) argues, in this 
study, failure was not solely related to German female expatriate managers’ adjustment 
difficulties to the host culture. Multiple stakeholders (for example, the parent company, 
parent and host country HR professionals, host company, and host country colleagues) 
were found to hold a share of the responsibility for expatriates’ premature termination 
of the lAs. Finally, female expatriate failure is not attributable to one single factor alone. 
Instead, the data suggests that, in each phase of the expatriation cycle, several factors 
leading to expatriate failure exist. This leads to the conclusion that a cumulation of 
factors influenced the decision of a sample of German female expatriates to withdraw 
from an international assignment in the UK and Russia.
The personal experiences of German female expatriates were similar, regardless of the 
host country destination. Based on the complicated nature of international assignment 
failure, national cultural differences cannot be classed as the only reason why female 
expatriates fail I As, as Vromans etal. (2013) illustrate.
Based on this study's findings, improving organisational selection procedures, and 
training and supporting expatriates with cross-cultural training, could serve to reduce 
the uncertainty that expatriates face in terms of cultural adjustment. Such training could 
enhance the expatriates’ ability to be successful and decrease expatriate failure rates 
in I As. More suggestions for improvement can be found in Sections 6.3 and 6.4.
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In addition, a number of limitations are addressed in Section 6.5. This study also 
proposes that further research is required to explore other factors leading to lA failure 
of German female expatriate managers. Directions for future research can be found in 
Section 6.6.
6.3. Implications for Management Practice
This study has certain implications for MNCs that use expatriation to fill positions in 
subsidiaries and for their human resources departments. Practical guidance to prevent 
female expatriate failure, based on the results of this study, include the prerequisite of 
providing expatriates with the necessary skills to fulfil their responsibilities to the 
expected date of completion. Other suggestions to help lower expatriate failure rates 
include more elaborate organisational selection procedures to ensure that the right 
candidates are chosen for an lA, especially given the fact that scholars highlight that 
poor international candidate selection is responsible for expatriate failure (Bonache et 
al., 2001; Morley, 2003; Caligiuri & Tarique, 2006).
Furthermore, during the recruitment phase, MNCs need to be aware of the significance 
of the host country language and the confidence with which the international candidate 
can be expected to converse with host nationals in the working environment (Schneider 
& Barsoux; 2003; Caligiuri & Tarique, 2006; Kittler et al., 2011). Therefore, foreign 
language requirements need to be established and the language skills of expatriates 
need to be assessed, to avoid communication issues and interpersonal conflicts 
between expatriates and host nationals (Shaffer & Harrison, D., 1998; Haslberger,
2005; Kittler et al., 2011 ). If an employee still remains in the pool of selected 
candidates and has no command of the local language spoken, MNCs should provide 
an increased amount of language training, to enable expatriates to overcome the 
important obstacles they face due to a lack of foreign language proficiency. Additional 
dimensions of language and communication practices may be assessed, with
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communication training enhancing intercultural or multilingual communication (Harzing 
& Pudelko, 2013).
In addition, preliminary “look and see” trips prior to the international assignment should 
be initiated. Scholars highlight that realistic pre-assignment visits facilitate expatriate 
adjustment, and that women place more emphasis on the opportunity to see the 
country before moving there (Shortland, 2012, referring to Templer et al., 2006). 
Scholars report that such pre-visits are considered to be particularly effective because 
they provide the chance for an expatriate to focus on cultural adaptation, which is 
required for an expatriate to be successful abroad (Bennet et al., 2000).
Cross-cultural preparation is also necessary in order to prevent expatriate managers’ 
early returns (Breiden, 2004). MNCs could enhance the expatriates’ ability to be 
successful in the foreign work environment by providing pre-departure preparation or 
training programmes, so that international assignees are aware of host country cultural 
differences.
Organisational cultural training could also be facilitated prior to leaving or upon arrival 
(Black etal., 1991; Suutari & Brewster, 2001; Schneider & Barsoux, 2003; Shen,
2005). Although scholars show that female expatriates have similar experiences 
abroad as their male counterparts -  indeed, the experiences recalled by this study's 
participants could have occurred to anyone, regardless of gender -  some specific 
cultural training could be helpful for female expatriates, to prepare them for particular 
gender-oriented adjustment requirements (Linehan, 2001b).
Participants in this study noted the limited time they had between selection and 
preparation. This affected their ability to participate in cultural or language training, 
resulting in a lack of cultural self-preparation prior to transfer (Tungli & Peiperl, 2009). It 
is suggested that MNCs should either prepare expatriates with pre-departure training, 
or allow more than one to three months lead-time, so that expatriates could arrange
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self-training.
To support acculturation, company-sponsored socials are suggested, to facilitate 
interaction with host country nationals in and outside the workplace (Hechanova et al., 
2003). As some countries are seemingly easier to adjust to than others, formal 
mentoring support during the actual lA should be provided (Caligiuiri et al., 1999; 
Osland, 2000; Mezias & Scandura, 2005; Littrell, 2007).
MNCs need to be aware that even expatriates who are transferred to a presumably 
cuiturally-similar country, in this case the UK, adjusting can be as difficult as adjusting 
to a culturally-dissimilar country like Russia (Selmer, 2006; Vromans et al., 2013). This 
is explained in terms of the cultural similarity paradox, which depicts that, even if 
countries share the same characteristics, adjustment could be “undermet”, as 
expatriates presume the existence of similarities that actually do not apply in the end 
(Vromans et al., 2013, p. 219).
With regards to the final phase of the lA, it is suggested that MNCs need to remove any 
uncertainty about repatriation arrangements, create repatriation policies and provide 
career guidance to reduce the high turnover of expatriates, as the loss of an employee 
upon return is a critical concern for organisations (Chew & Debowski, 2008).
Clearly, a major challenge for German MNCs is the commitment to developing 
awareness for their expatriates during the entire expatriation cycle, which heightens the 
importance of expatriate selection and preparation, adjustment support, expatriate 
career management and repatriation. In sum, a strong inference of the study evidence 
is that without implementing such initiatives, there is a likelihood that unmanaged 
expatriation would result in expatriate failure, and that companies would not be able to 
retain their highly-qualified staff either during the actual lA or upon return.
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6.4. Implications for Current and Future Expatriates
Female expatriates who consider the UK and Russia as future assignment destinations 
should be aware that working in a culturally similar or dissimilar environment is always 
a challenge (Vromans et al., 2013). Leaving the home country to pursue the 
expatriation route ought to be a careful decision, as I As are not always successful and, 
according to the findings of Stahl et al. (2000), such assignments rarely lead to a 
promotion upon return.
If they are not offered organisational cultural preparation prior to departure, future 
expatriates could benefit from carrying out intercultural self-training when leaving for 
countries with greater cultural novelty (Selmer, 2006), as well as for those with 
assumed cultural similarity (Vromans et al., 2013). Consequently, learning about 
cultures and becoming aware of cultural differences and similarities in the host country 
are must-have competencies for adapting to and learning from new environments 
(Vromans etal., 2013). This study suggests arranging for a “look-see” visit, which could 
help to shine new light on expatriates' “flight to the romantic unknown” (Osland, 2000, 
p. 228) and help the female expatriates to develop accurate expectations of what the 
new cultural environment will hold (Reiche & Harzing, 2009).
As local language knowledge is imperative for living and working successfully in a 
foreign environment, current and future expatriates must be willing to take on the 
responsibility to self-prepare and/or professionalise their abilities in the host country 
language, even in cases where the lingua franca is English. Expatriates must be aware 
of the demanding processes of either learning a foreign language or learning how to 
communicate in a foreign language and of establishing social ties (Kittler, 2010;
Harzing & Pudelko, 2013). Furthermore, even if the expatriate is already proficient in 
the local language, improving intercultural communication skills with locals through 
communication training could facilitate acculturation in the host country destination.
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Additionally, expatriates should seek out social support from a formal or informal 
mentor, to learn about the characteristics of the local culture upon arrival and to assess 
how culture will be likely to affect the behaviour and practices at work. This could 
enhance adjustment and reduce the impact of culture shock in intercultural encounters 
(Shaw & Rowe, 2012).
To be successful, expatriates should also allow more than twelve months to adjust to 
living and working in a new cultural environment (Camiha & Hollinshead, 2003). In 
culturally dissimilar countries to Germany, such as Russia, it has been found that, after 
eighteen months, a perceived “cultural wall” disappears, and expatriates are accepted 
by their Russian colleagues, resulting in a “relaxed” expatriate (Camiha & Hollinshead, 
2003, p. 16).
With regards to repatriating to the home country, expatriates should demand integrated 
career planning, as well as organisational repatriation support (Lazarova & Caligiuri, 
2001).
The suggestions that have emerged from this study, in terms of what MNCs and future 
expatriates can do to help lower female expatriate failure rates, are indeed convincing. 
German female expatriates appear to be finding great opportunities to effectively 
pursue international careers in the UK and Russia. However, it is important to 
understand the limitations of this study.
6.5. Limitations of this Research Study
It must be recognised that the inherent exploratory, qualitative, phenomenological 
design of this research, as well as the approaches adopted to gather data from 
German female expatriates who had experienced international assignment failure, 
created notable limitations. More specifically, two areas of concern are addressed in 
the subsequent sections: 1) limitations in sampling, and 2) transferability of the
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findings.
6.5.1. Limitations in Sampling
The findings must be interpreted in light of the limitations that are associated with this 
study. An obvious limitation is the small sample size of five female expatriates within 
each group studied. Small samples are appropriate for qualitative, in-depth research, 
and often fall within the range of four to ten participants (Cresswell, 2002).
The low number of participants in this research resulted from three factors, which may 
reflect in part the difficulty of collecting data for this research. First, there is no publicly 
available database of German female “failed” expatriates. Getting into contact with 
“failed” expatriates proved to be difficult. In terms of his most recent study of British 
expatriate assignment success. Hardy (2011, p. 303) concludes that “expatriates are a 
notoriously difficult sample to recruit”; this study argues that “failed” expatriates are 
even harder to find, as nobody likes to share their negative experiences. Second, the 
women invited to take part in this study were from an under-reported sector (Harrison, 
E. & Michaelova, 2012) because, in comparison to male expatriates, a smaller number 
of women -  thirteen to fifteen per cent -  participate in lAs (Tungli & Peiperl, 2009; 
Harrison, E. & Michaelova, 2012), and an estimated 6.7 per cent fail and return 
prematurely before the assignment is completed (Tungli & Peiperl, 2009). This 
therefore limited the access to studying “failed” and “female” expatriates, and made it 
difficult to find this selective sample. Third, not all female expatriate managers who had 
initially agreed to participate in this study followed through to the interview stage, as it 
was critical that their identity could not be traced.
6.5.2. Transferability of the Findings
This investigation was confined to the examination of factors leading to the premature 
return of German female expatriate managers in senior management positions. Male
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interview samples were not considered for the purposes of this study. It would therefore 
be inappropriate to suggest that these findings can be generalised beyond this select 
female sample, or to expatriates working under different circumstances in countries 
other then the UK and Russia. Instead, these findings should serve as a foundation for 
a richer, deeper understanding of how a number of German female expatriates with lAs 
in the UK and Russia experienced expatriate failure. Due to the interpretative and 
explorative nature of this current research, only members from a single country of 
origin (Germany) were studied; subsequent research is needed to establish whether 
these extracted “factors” can be used to explain expatriate failure from other countries 
of origin. Future studies could focus on the extent to which these findings can be 
generalised to other countries and cultures.
Expatriates participating in this study worked for MNC subsidiaries in the UK and 
Russia. Several industries were represented. With regards to the eligibility of 
participant sampling, participants were chosen with the following pre-defined criteria: of 
German nationality; female; in a managerial function or senior professional role; sent 
by an organisation; and holding a long-term contract. As was the case in Harrison E. & 
Michaelova’s (2012) research, the goal of this study was also to provide a rich 
description of expatriate experiences from the German female expatriate point of view. 
There was a slight bias towards participants working in the banking and finance 
industry in London, and working in the media and advertising industry in Moscow. As 
such, this study's findings may not be representative for all organisations and 
industries.
A further limitation is the specific expatriate destination. German female expatriate 
managers in this study, assigned to two culturally differing countries (the UK and 
Russia), were requested to provide information about the factors leading to their 
premature assignment termination. The findings of this study cannot be generalised to 
the entire expatriate population with UK or Russia assignments, as participants worked
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in either London or Moscow. Therefore, the experiences of national cultural differences 
predominantly reflect the environment of a “big city”, and might not apply to the “UK” or 
“Russia” context; therefore, the results are, to a certain degree, context-bound 
(Dickmann, 2012).
Furthermore, the factors leading to failure were obtained from the failed senior 
managers themselves. The data collected from participants through the personal, in- 
depth interviews could be biased, due to the participants' close involvement (Grinyer, 
2005). Although the subjective experience of each participant in this study produced 
rich and meaningful data, some women were cautious about sharing their experiences, 
while others spoke openly and freely. On the one hand, as participants were required 
to reflect on an emotionally demanding experience (Grinyer, 2005), they might have 
had some self-interest in providing a more idealised picture of themselves. But, on the 
other hand, participants also provided an uncensored flow of yet-to-be considered 
factors leading to international assignment failure for further consideration.
This research study is retrospective -  that is, the premature assignment termination 
occurred between 2005 and 2010, and some participants had been back for a number 
of years before the first in-depth interview sessions started in May 2010. This might be 
considered a research limitation, as the time span between the premature assignment 
termination and the in-depth interviewing could have produced distortions in memories 
of a highly emotional event. Participants could be “recollecting a false memory” of their 
expatriation experience (Johnson et al., 2011, p. 16). This shortcoming could be 
avoided in future research by in-depth interviews that are conducted shortly after the 
non-completion of the lA.
The purpose of this research project is to create awareness about the factors leading to 
expatriate failure from the employee perspective. These findings could prevent 
international assignment failure and enhance assignment success for current and
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future expatriates, as well as sensitise HR professionals, as described in Section 6.3 
and 6.4.
The author herself completed an lA in an emerging market. On the one hand, this 
personal experience enabled the author to explore the factors attributable to expatriate 
failure from an expert’s point of view; on the other hand, directing the research to 
results that would conform to the author’s own point of view could be avoided. This 
experience was not, however, considered to have compromised the study’s findings.
The present findings raise a number of salient issues that would benefit from further 
exploration in each of the independent phases of the expatriation cycle; these are 
assessed in the following section.
6.6. Directions for Future Research
The scope of this in-depth, qualitative inquiry is to highlight factors leading to the 
premature termination of an lA from the employee perspective, in two culturally 
differing countries, and this is necessarily deep rather than broad. In order to holistically 
understand expatriate failure, it would be necessary to look at all the key players 
involved in the expatriation cycle (e.g. parent company HR professionals, host country 
HR professionals, host country colleagues and the expatriate). Nonetheless, an in- 
depth study with each key player could be worth its own research inquiry, and each 
one of these factors could be used to focus future investigations.
Another important point that underpins the necessity of this research is that female 
participation in lAs is expected to grow constantly over the next few years (Brookfield, 
2012-2014). However, this study’s inherent limitations (see Section 6.5) must be 
considered. Recommendations for future research will touch upon several lines of 
enquiry, investigating from either the employee perspective or the organisational 
viewpoint. First, the results should be replicated with a larger sample of German female
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expatriate managers. Second, it would be interesting to verify the findings of this study 
with a quantitative inquiry. In addition, comparisons could be made between single 
German female expatriates and single German male expatriates. This area of 
comparative research has yet to be fully investigated. Future research from the 
employee perspective could be conducted to investigate motivation and willingness for 
participating in international assignments.
As a lack of self-preparation was also highlighted as an important issue, research could 
be conducted to investigate why international managers show so little interest in self­
preparation, and further research could shine a new light on the effects of intercultural 
self-preparation on the outcome of international assignments.
The re-entry process is the least understood and most poorly managed phase in the 
entire expatriation cycle (Chew & Debowski, 2008). Other potential research could 
investigate the employee perspective on why expatriates leave or stay in the 
organisation upon return, how MNCs could support repatriates upon return from failed 
assignments, and how to retain (failed) expatriates. For example, this may include 
developing effective strategies such as offering acceptable re-entry positions to their 
employees in the parent company upon return. Such findings could help MNCs in 
terms of retaining valuable key employees. As such, the retention of talent is critical to 
a firm’s future success (McNulty & Tharenou, 2004).
To help provide further guidance for organisations, conducting (German) expatriate 
research in other expatriation destinations (for example, the United Arab Emirates and 
the African countries), which have recently been cited as emerging destinations due to 
the global shift in the energy sector (Brookfield, 2013), could be useful. Such research 
could increase understanding about expatriate failure in different cultural contexts, and 
research with Western European samples still represents an important gap in the 
research literature (Linehan & Scullion, 2003).
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The final suggestion for future research relates to the overall advantages and 
disadvantages of an expatriate career. More expatriation research is needed in the 
future to make the expatriate experience an ultimately enriching cultural experience.
The following section presents the author's reflections on her personal impressions and 
experiences gained over the course of the Doctor of Business Administration DBA 
programme at the University of Surrey in the United Kingdom.
6.7. Reflective Diary
Background Information
Over recent years, I have worked as a Creative Director in the marketing and 
advertising industry, in different cultural settings, including Poland, Russia and 
Kazakhstan -  i.e. emerging and transitional markets. I was assigned to bring 
knowledge and to train host country nationals to ensure that they met the headquarters’ 
standards within budget constraints. Delivery in time for deadlines, creating new teams 
and leading them to creative success with a global mindset were the pre-set tasks of 
the I As. Entering and working in a foreign national culture, understanding how it 
differed from my own national culture and not having a fluent command of host country 
languages proved challenging. I underwent significant experiences of the difficulties 
associated with managing culturally-diverse teams, whilst adjusting to living and 
working in a foreign culture. I realised that international HR departments tend to focus 
on how to get overseas positions filled, and learned that cultural issues are often 
neglected, even though expatriate professionals have to cope with such problems 
whilst working abroad. One day, an article on postgraduate education programmes 
came to my attention, and I was intrigued about the idea of having an academic 
experience that would provide a framework for more formal learning, as the idea of 
doing research in the field of expatriation had long been in the back of my mind. 
Therefore, when I heard about the practitioner-oriented DBA approach, I realised that I
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had found the right educational programme to put my research ideas into practice. As 
the DBA is a postgraduate research programme crafted for practitioners, my intention 
was to contribute to professionalising management practice.
The DBA Process: Preparative Weekends and Assignments
The programme is divided into two phases. The first phase consists of various modules 
with preparative lectures and written assignments, which every student is required to 
pass before moving on to the initial DBA thesis. For me, all the assignments were of 
immeasurable value, not least because I was able to learn about the expectations 
regarding DBA standards and my own boundaries with regards to reading and writing 
in a second language. The first assignment was on the Philosophical Underpinnings for 
Research Methods. This assignment introduced me to the philosophical frameworks 
used in different research disciplines. The origins of different paradigms, with their key 
epistemological and ontological assumptions, were brought to my attention. 
Furthermore, I have been able to learn about my own construct of social reality and 
knowledge. I realised that I align most with the phenomenological paradigm 
assumptions, and that my future role as a DBA researcher was to explore direct 
experiences that seek to understand, rather than to explain (Moustakas, 1994).
The second assignment on Quantitative Research Methodology iaughi about 
quantitative research methods and how to apply them. However, quantitative 
approaches were rather new to me, as I had only adopted qualitative methods 
previously -  e.g. focus groups or in-depth interviews within my professional working 
environment. The assignment was on conducting small-scale, quantitative research on 
happiness. This research was conducted in the advertising agency where I was 
working at that time. Furthermore, I learned how to use SPSS, and learned about 
descriptive statistics and relationships between variables. In addition, reading English 
literature helped me to improve my language skills. Despite that, my life had to be
184
organised in a new way, with finding the time to study next to a highly demanding 
international work role, which proved to be a challenge. The contact with fellow DBA 
students helped me to keep up, and I learned that I was not alone, as I met such a fine 
group of other DBA students, who have inspired and supported me throughout these 
six years.
The third assignment pertained to Qualitative Research Methods. With this assignment, 
I had the chance to design a study titled “Understanding the impact o f the reverse 
culture shock; research on creative directors working in an international advertising 
agency”. At that time, I realised that I had been continuously gaining confidence in 
writing in English, and had also developed a habit of approaching projects in a new, 
analytical way. This module catalysed my desire to focus my dissertation on the 
qualitative research paradigm.
The penultimate module concerned the Critical Evaluation o f Published Research. The 
objective was to review predetermined articles and to develop a critical approach 
towards scientific material before qualifying for the final assignment -  writing a focused 
DBA research proposal. The DBA research proposal evolved from my own experiences 
working as an expatriate in Russia and a few other countries. The motivation to 
understand local cultural characteristics in a different social and cultural context 
functioned as the basis for investigations into the field of international expatriation 
management. These formal experiences, together with the taught components, were a 
key learning phase, as they helped me to develop the skills as well as the confidence 
to approach this empirical investigation into expatriate failure in international 
assignments.
The DBA Process: The Thesis
Encouraged to embark on a qualitative, exploratory research study, the assignments 
were very good preparatory work for the thesis. A major and time-consuming task was
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to provide the background and justification for the study. The aim was to uncover the 
multiple issues and considerations that need to be addressed with respect to female 
international managers returning prematurely from an lA in the UK and Russia -  two 
cultures distinct from the German national culture of the participants. I then began to 
design the research framework. Initially, I was very optimistic that it would be no 
problem to gain access to women who have prematurely left an lA. However, this 
turned out very differently from what I had first thought. The most difficult moment, 
when searching for the interview sample, was when I learned that it would not be that 
easy to gain access. I approached various MNCs, aiming to be introduced to female 
senior managers with failed lAs in the UK and Russia. I learned that this was an 
impossible task, as MNCs are obliged to keep such information secret, which made it 
more difficult to find enough participants to explore expatriate failure. The process of 
reaching German female expatriates was very time-consuming. I contacted women 
whose details were obtained through a snowball sampling process, and introduced the 
research project with an invitation to participate in this study. It sometimes took two to 
three weeks before I received an answer. Even then, when a date for the interview was 
set, it sometimes did not take place because of “multiple” reasons. So a new date had 
to be fixed, and time was passing by. I was very happy when my first interview was 
held. This encouraged me to continue with the project, despite the fact that I was 
having a hard time locating enough participants as a contribution to my research 
activities.
I met with my supervisors in the UK every three to five months, to present the 
“milestones” I had achieved. This, for me, proved helpful during the entire process of 
writing up the thesis. After eighteen months of effort, I had fifteen good interviews to 
analyse. The women in the interview sample I found were motivated to share their 
stories. The next stage was the analysis of the data. However, what I needed to realise 
here was that I was too deeply involved in the research process; only when I had
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written down the first narrative account did I realise that the topic was rather sensitive 
and emotionally demanding, and took a lot of my energy. Each case was different and 
constituted a significant milestone in these women’s lives. At the comparative stage, I 
entered the “harvest” of this work. When I wrote up the findings, I felt that all the effort 
undertaken to make this study happen was -  in the end -  my reward.
The DBA Process: A Review
Looking back, one might describe the last six years as a time full of creativity. However, 
I have to realise that much remains to be examined and explored. Therefore, while the 
completion of this dissertation marks the end of my efforts to explore the expatriation 
experiences of German female expatriates in the UK and Russia, I sincerely hope that 
the findings presented here are of practical interest for HR professionals, and current 
and future expatriates -  and might help to stimulate subsequent research in the field of 
International Human Resource Management (IHRM) research. Furthermore, I have 
learned about my capabilities for organising and balancing the challenges encountered 
at work and during the DBA process. I have noticed changes in the way I operate, 
reflected in my own practice as an former expatriate manager, and in the way I carry 
out my new position at the university, which I began three years ago, in terms of how I 
organise lectures and interact with students.
The DBA experience certainly gave me tools and methods that I am able to incorporate 
at work on a day-to-day basis. Furthermore, the thesis -  and having had the chance to 
re-submit the thesis -  has broadened my understanding of higher education. And, last 
but not least, I have been able to add to the journey of my personal and professional 
development. Despite the considerable pressures in meeting the manifold 
responsibilities over the last six years, I consider it a privilege to have undertaken the 
DBA at the University of Surrey.
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APPENDIX A1 Letter of Network Request: German Version
Sehrgeehrte Daman und Herren,
mein Interessengebiet umfasst das effektive Managen von Auslandsentsendungen und 
Erfahrungen deutscher Expatriate-Frauen mit der britischen und russischen Kultur.
Im Rahmen meiner Doktorarbeit suche ich Expatriate-Frauen, die ihren Arbeitsvertrag 
vorzeitig beendet haben und bereit sind, über ihre Erfahrungen in einem qualitativen 
Interview (ca. 40-60 Minuten) über Skype, Telefon oder gerne auch personlich zu 
berichten. Aufgrund der stark eingeschrankten Zielgruppe und der hohen Sensibilitat 
des Themas ist es schwer, geeignete Interviewpartnerinnen zu finden. Flaben Sie eine 
Kollegin/Freundin/Bekannte, die vorzeitig aus England oder Russland zurGckgekehrt 
ist?
Es würde mich sehr freuen, wenn Sie mein Aniiegen an Ihr Netzwerk weiterleiten 
würden, denn jeder Kontakt ist wichtig. Die Erhebung der Daten erfoigt streng 
vertraulich und es wird dafür Sorge getragen, dass bei der Darstellung der Ergebnisse 
keine Rückschlüsse auf die einzelnen Studienteilnehmer moglich sind.
Ich bedanke mich im Voraus fur Ihre Mithilfe und verbleibe 
mit freundlichen GrORen aus Frankfurt
Claudia Kuller
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APPENDIX A2 Letter of Network Request: English Version
Dear Sirs and Madams,
My area of interest is the effective management of international assignments and the 
experiences of German expatriate women within the British and Russian cultures. I am 
seeking German expatriate women who have returned early from an international 
assignment in either the UK or Russia. My intention is to explore the whys and 
wherefores leading to premature assignment termination. With the help of exploratory 
qualitative interviews, I seek to fathom out the factors leading to the non-completion of 
the international assignment. According to the recent literature, Russia, the UK, China 
and India are the top four destinations with the highest expatriate failure rates. Due to 
the limited target audience and the sensitivity of the topic, I am finding it hard to recruit 
interview partners for this study. I would be grateful if you could think about colleagues 
and friends who have gone through such a process.
Please be so kind as to forward my request to your network, to support this study. The 
data obtained will be handled anonymously, and 100 per cent confidentiality is 
guaranteed. The interviews will be carried out either via Skype or, if possible, 
personally, and will take no longer than 40-60 minutes.
Best wishes and thank you for your help.
Claudia Kuller
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APPENDIX B Preliminary Data Sheet (English Translation from the German
Demographic Questionnaire)
Dear (fill in name), please fill out the following sheet containing a number of questions 
with respect to your international assignment and some general information about you 
and your organisation. The information given will be treated entirely confidentially in 
accordance with data protection regulations. All data acquired is used in an anonymous 
form for evaluating whether you fulfil the matching criteria to participate in a personal 
follow-up interview.
Nationality:...........
Country of assignment: _ 0  UK _ 0  Russia Year of assignment:.............
1. How old were you when you expatriated?.............
2. Family situation:
Have you been in a relationship whilst on your international assignment?
_ 0  yes _ 0  no
Family status:
_ 0  unmarried without partner O unmarried with partner 
0  married _ 0  divorced _ 0  children 
Question with regards to the accompanying partner:
2.1 Did your partner accompany you? _ 0  yes _ 0  no
2.2 Did dependent children accompany you? _ 0  yes _ 0  no
2.3 Did your organisation support you with visa/work permit for Russia, work or school 
search for your dependants? _ 0  yes _  O no
2.4 Did your partner also work in the UK/Russia? _ 0  yes _ 0  no 
Please indicate your partner’s position .............
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Was the position equai to the previous position heid in Germany? ...............
3. To which industry does your organisation belong?..............
4. What job title/position did you hold prior to your international assignm ent?...........
5. What position have you been recruited/assigned fo r? ..............
6. How long were working for your organisation before you were assigned to the 
international position?..............
7. Was the assignment initiated by you or your organisation?..............
8. With respect to your delegation, what were the motives behind your organisation 
allocating an lA?
Multiple ticking is possible:
Filling position due to lack of a suitable local candidate _ 0  
Mutual exchange of knowledge or know-how _ 0  
Human resources development/Organisational development _ 0  
Representative functions _ 0
Increase of international skills of employees in the country of allocation _ 0
Training of employees _ 0
Decentralised coordination and control _ 0
Improvement of communication _ 0
Transporting the headquarters’ corporate culture to the subsidiary _ 0
Other motives..............................
Source: Modelled on Wirth (1992)
9. What was your reason of motivation for agreeing to an international assignment?
Multiple ticking is possible:
Personal challenge _ 0  Professional development _ 0  
Dissatisfaction with the previous position held in Germany _ 0
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Importance of the task itself _ 0  Prospective opportunities _ 0
Geographical place of assignment _ 0  Financial reasons _ 0  
Potential professional success in the country of assignment _ 0  
Family considerations _ 0  Other motives..............................
Source: Modelled on Cerdin & Le Pargneux (2009)
Perceived potential development:
Promotion within the organisation _ 0  
Future career opportunities within other organisations _ 0  
Development of managerial/professional skills _ 0  
Proof of professional/managerial skills _ 0  
Development of intercuiturai competencies _ 0
Other motives..............................
Source: Modelled on Cerdin & Le Pargneux (2009)
10. Was this your first international assignment? _ 0  yes _  O no
11. Flave you lived in other foreign countries prior to this assignment? ...............
12. How would you describe your level of knowledge about the host country language?
................Other languages spoken:................
13. Please indicate the initial contract duration:............
14. Did you hold a guaranteed position upon repatriation?..............
15. Please indicate the actual duration of your assignm ent:..............
Thank you for your support in compieting the participant profite. You wiii be contacted 
in the next few days regarding the next steps for the conduct o f a personai interview.
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APPENDIX C Consent Form
Dear
You were asked to participate in this study because you have returned prematurely 
from an international assignment in the UK or Russia. The purpose of this study is to 
explore the factors leading to premature assignment termination. Your participation in 
this study is voluntary. You are informed that you can withdraw from the research at 
any time. The interview will be held via Skype or, if possible, face-to-face. Please note 
that the interview will be recorded and transcribed. As I am concerned about the 
sensitive information collected in these interviews, it is guaranteed that your identity will 
remain completely anonymous. The findings derived from the interview will be 
submitted as part of doctoral research. The interview will be conducted by myself and 
will take 40-60 minutes of your time at a minimum. Your interview date is scheduled for 
xx.xx.xx at XX h. Please sign this consent form and send it before the interview to: 
claudia.kuller@gmx.de.
Thank you very much in advance for participating in my study.
Yours
Claudia Kuller
Signed:
Please print your full name:
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APPENDIX D Interview Schedule
Interviewer: C.K.
Topic/Title:
“Female Expatriate Manager Experiences in the UK and Russia:
Factors leading to Expatriate Failure in International Assignments”
Participant Acronym:
Format: Standardised in-depth interviews
Date: Time (beginning and end):
Place of international assignment: Introduction (inci. interviewer professional 
background). Confirm confidentiality.
Explain the objective and relevance o f the research.
Questions to be explored and examined:
First phase: Selection and preparation
1. Please describe the recruitment processes your company used to fill the 
international position.
Prompt: Please describe to me how you were selected for this role.
Flad you been checked on your intercuiturai competencies?
Beschreiben Sie mir, weiche Aktivitaten ihre Firma unternommen hat, um die Steiie im 
Ausiand zu besetzen.
221
Auffordernd: Wie wurden Sie fur diese Position ausgewahit?
Wurden interkuitureiie Kompetenzen beieuchtet?
2. I am interested to hear about other (male/female) candidates besides you.
Mich würde nun interessieren, ob es auch noch andere (manniiche oder 
weibiiche) Kandidaten gab?
3. Which position have you been recruited for?
FOr weiche Position wurden Sie rekrutiert?
4. What was your reason of motivation for agreeing to an international 
assignment?
Was waren die Gründe, die Sie motivierten, sich für eine Position im Ausiand zu 
entscheiden?
5. Tell me what you felt about your family or partner when the opportunity of 
expatriating came to your attention.
Erzahien Sie mir, wie sich sich gegenOber ihrer Famiiie gefühit haben, ais Sie 
von der Ausiandsvakanz erfuhren.
6. Did you hesitate in accepting the posting because of your family or partner?
Haben Sie mai wegen ihres Partners oder ihrer famiiiàren Situation gezogert, 
die Steiie im Ausiand anzunehmen?
Preparation
7. Please explain how your organisation prepared you for the international 
assignment.
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Prompt: Intercuiturai training
If yes, prompt: Please describe the content of the training to me. How have you 
been trained in cultural differences?
Prompt: Language training
If accompanied by the family: How was your family incorporated?
Bitte erzahien Sie mir, wie ih r Unternehmen Sie auf den Ausiandseinsatz 
vorbereitet hat.
Auffordernd: Gab es ein interkuitureiies Training?
Wenn ja : Beschreiben Sie bitte die Trainingsinhaite. Wie wurden die kuitureiien 
Unterschiede im Gastiand erortert?
Auffordernd: Sprachtraining
Wenn die Famiiie mitgeht: Wie hat ih r Unternehmen ihre Famiiie mit 
eingebunden?
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8. I’m interested in what you did to make yourself familiar with the host culture; 
please tell me all about it.
Mich interessiert wie Sie sich seibst auf die Kuiturim  Gastiand vorbereitet 
haben. Bitte berichten Sie m ir darüber.
Second phase: The actual assignment period
9. How were you assisted by your organisation during your assignment? With 
what kind of courtesy?
Wie wurden Sie von ihrem Unternehmen wahrend ihrer Entsendung betreut? 
Weiche Hiifesteiiungen wurden ihnen angeboten?
Cultural adjustment/general adjustment
10. How long do you think it took you to familiarise and settle yourself?
And please tell me about how you integrated into the host country?
Lassen Sie uns nun über ihre kuitureiie integration sprechen. Bitte erzahien Sie 
m ir wie iange es gedauert hat, bis Sie sich im Gastiand eingeiebt und auch 
zurechtgefunden haben.
Interaction adjustment
11. How confident were you in your language skills in the host country?
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Prompt: What did you do with regards to learning the foreign language?
Wie sprachsicher waren Sie?
Auffordernd: Was haben Sie unternommen, um die Landessprache zu 
erlernen?
12. Tell me about the contact with host nationals. How was that?
Lassen Sie uns über Ihren Kontakt zu den Engiandern/Russen sprechen. Wie 
war das?
Work adjustment
13. Were you accepted at work or did you feel different because you are female?
Hatten Sie Akzeptanzprobleme in der Position in Grodbritannien/Russland auf 
Grund Ihres Geschlechts? Mussten Sie deshalb Extrahürden überwinden?
14. What kind of working conditions were offered to you at the host country 
workplace?
Was für Bedingungen herrschten an Ihrem Arbeitsplatz?
15. What kind of organisational support did you receive to adjust in the host 
country?
Prompt: Please tell me about a mentor.
Wie und von wem wurden Sie am Entsendungsort unterstützt, so dass Sie sich 
einleben konnten?
Auffordernd: Lassen Sie uns über einen Mentor sprechen.
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Third phase: Repatriation
16. How have you been supported to repatriate by your organisation?
Prompt: Tell me more.
Wie wurden Sie von Ihrem Unternehmen bel der Rückkehr unterstützt? 
Auffordernd: Erzahien Sie noch ein wenig.
17. Did you leave your organisation after having repatriated?
Haben Sie Ihr Unternehmen nach Ihrer Rückkehr verlassen?
Other reasons for return:
18. Let us talk about any other factors that you consider led to premature 
assignment termination.
Lassen Sie uns über andere Faktoren sprechen, die dazu führten, dass Sie Ihre 
Entsendung vorzeitig beendeten?
THANK YOU FOR YOUR TIME AND CONTRIBUTION
DANKE, DASS SIE AN MEINEM INTERVIEW TEILGENOMMEN HABEN
Personal Notes:
Personliche Notizen:
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APPENDIX E1 Brief Introduction to UK-Assigned Expatriate Managers
JES/ENG 
Age: 27 years
Length of international assignment: 6 months
Position: Senior Collateral Management & Structured Trade Analyst
Jessi gained prior international experience in the USA. She expatriated to gain 
international experience as well as gaining more scope in the field she would like to 
specialise in. For her, it was clear that she would not stay in the UK, as the job offered 
to her was not exciting enough, but future career opportunities with other organisations 
intrigued her, and this was why she left Germany. She had a guaranteed position on 
return. The allocated motives were position-filling, due to the lack of suitable local 
candidates, and the mutual exchange of knowledge. Jessi travelled home every four 
weeks to be in contact with her friends. Jessi was in the UK during the financial crisis 
in 2010, and reported that she worked under extreme circumstances.
JUL/ENG 
Age: 31 years
Length of international assignment: 10 months 
Position: Senior Consultant
Julia was in a phase in which she was rather unhappy with her current position in 
Germany. Julia explained that she was looking for a new job anyway, and that she 
was to withdraw from her contract. Her parent company did not want to lose her, and 
asked her what they could do to keep her. Julia suggested that a large number of 
resignations in her department encouraged her superior to offer her another job, 
because he could have gotten into trouble for losing another team member. There 
were no specific motives for sending Julia to the UK branch. Her role was to exchange 
knowledge and transport know-how. Julia was given little time to integrate; she had to 
function quickly after arrival. Julia put forward that, since she resigned from her 
contract, her German superior no longer talked to her. The English colleagues instead 
showed a great understanding of her withdrawal, and that she mentioned that she had 
been integrated until her last day in the UK.
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YAS/ENG 
Age: 33 years
Length of international assignment: 18 months 
Position: Senior Manager Learning and Development
Yasmine studied for a year abroad in the UK, and gained some international 
experience with practical training in the USA. Yasmine was approached by her 
organisation, and so the vacancy of the position in the UK came to her attention. The 
UK division was to be extended at that time, and someone from the German 
headquarters needed to be sent to fill that position. The motive for sending her to the 
UK branch was to fill the position, as a suitable local candidate was not available. 
Yasmine’s role was to tie the headquarters in Germany closer to the UK branch, and 
to share her knowledge. Yasmine was given targets from the UK branch that she 
deemed valuable, thus she could learn a lot. She also realised that her workload was 
much higher than in her prior job in Germany. The pressure was also much higher in 
the UK than it was in Germany. In Germany, she used to work +-39 hours; in London 
up to 60 hours.
MEL/ENG 
Age: 39 years
Length of International assignment: 30 months 
Position: Senior Management Position in Investment Banking
Melike explains that she very much wanted to leave the position in her parent 
company because she was in a kind of dead-end street. Melike had not gained former 
international experience; she was motivated to decide on an international position out 
of the country for its prospective opportunities. Melike became aware that no one was 
responsible for her in the UK branch, and sometimes it was difficult because no one 
was interested in what she was doing. She had to work to become accepted; she was 
helping the team in the UK and not taking jobs from them, which, according to her in 
her competitive branch, was an advantage. Melike stated that, although she was in a 
male-driven work environment, she felt that she never had a problem with being a 
woman.
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EST/ENG 
Age: 36 years
Length of international assignment: 18 months 
Position: Supervisor Derivatives-Client Service
Estelle was approached by her organisation, and so the vacancy of the position in the 
UK came to her attention. Her parent company superior asked her if she would have 
an interest in working in the UK branch. Estelle was intrigued by the geographical 
location of the lA, and describes that the position was sold to her as a career move. 
They sold her a position, in which she would have taken over a certain department to 
manage, but, when she arrived in the UK, someone who was incapable already 
managed that department. There was a situation when the first performance 
evaluation took place at the end of the year. Estelle declared that she was evaluated 
as brisk; the superior who evaluated her was fair to her, and Estelle was able to 
accept the critiques. Estelle said that she managed a team, but was never officially 
given the title “manager” when she arrived. It was reasoned by the UK superiors that, 
due to the expatriation contract, she could not officially carry the manager title.
229
APPENDIX E2 Brief Introduction to Russia-Assigned Expatriate Managers
EMM/RUS 
Age: 39 years
Length of international assignment: 4 months 
Position: Client Service Director
Emma was approached by her parent company to fake the opportunity of an 
international position in Russia. The position offered to her was created, and did not 
exist before. She had not gained international experience before, and therefore was 
motivated to decide on an international position out of the country. The motives of the 
parent company for sending Emma to the Russian branch were to fill the position, as a 
suitable local candidate was not available. Furthermore, the intention was to tie the 
headquarters in Germany closer to the Russian branch, and to set up new structures 
and processes.
TIN/RUS 
Age: 38 years
Length of international assignment: 50 months 
Position: Head of TV Station
Tine was approached by her organisation, and so the vacancy of the position in 
Russia came to her attention. The organisation approached a few potential 
candidates. Tine reports that the organisation had created an assignee profile, and 
one criterion was being “female”. Tine had gained prior international experiences in a 
few other European countries. Tine remarked that the German headquarters was 
motivated to fill that position with someone who would be completely different from her 
predecessor. The predecessor was an “older gentlemen”; therefore, the organisation 
wanted to send a young woman to counterpoint. Tine’s role was to control the Russian 
operation and manage local employees. What finally motivated Tine to leave was that 
she was just on the edge of burn-out; she was only carrying out her duties, but she 
had abandoned herself. Tine felt lonely, as she had not got a private life or had been 
able to build a relationship during her sojourn in Russia.
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TAR/RUS 
Age: 27 years
Length of international assignment: 10 months 
Position: Senior Art Director
Tara expatriated with a team partner, but only her account could be analysed. She had 
worked as an au pair in the USA when she was eighteen. The motive of the parent 
company for sending Tara (and her team partner) to the Russian branch was to fill the 
position, as a suitable local candidate was not available. Tara’s role was to transfer 
her competence and knowledge to the Russian branch. Tara said that the assignment 
was exhausting her, as she had to balance many things on her own. This was work 
that she had never done before, which was neither her scope of work nor could she do 
it well, but she perceived that she could do it better than the Russians anyway. Tara 
found that Russia was not good and healthy for her, and she could not have stayed 
longer at all.
MAR/RUS 
Age: 34 years
Length of International assignment: 18 months 
Position: Director of Sales and Business Development
Marla works in the logistics industry. She sought to leave her parent company 
because of an unpleasant situation due to gender with her superior. Marla elucidated 
her good relationship with the board of management; therefore, they made her the 
international offer to keep her in the company. Due to a lack of potential candidates 
and being the only “Wessi” knowing the Russian language, Marla’s role was to 
manage local employees, to transfer know-how to the Russian branch, and to develop 
the Russian market. Thus, in the Russian branch that was recently acquired, Marla’s 
role was to transport the shared values and beliefs of the German parent company to 
the Russian subsidiary.
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KIM/RUS 
Age: 27 years
Length of international assignment: 13 months 
Position: Editor
Kim was new in the parent company and sent directly to Russia, as another candidate 
dropped out. The position intrigued her, as she was seeking a superior position and 
wanted to broaden her intercuiturai competencies. She was challenged by the 
requirements of her German boss, which she could not fulfil. Kim was given projects 
for which she needed to work 70-80 hours per week.
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APPENDIX F Details of Interview Participants
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APPENDIX G Coding Template
A priori-based  theme and sub-themes: 
SELECTION
Definition of template and code
Organisational selection procedures Denotes parent company selection 
practices to ascertain a candidate’s 
suitability for an international position in 
the MNC subsidiary
(1) Informal selection procedures Refers to missing organisational 
transparency in expatriate selection
(ii) Shortage o f suitable candidates Refers to lack o f suitable candidates 
available in the pool o f employees willing 
to participate in lAs
Motivation to accept an lA Denotes the employee’s willingness to 
accept a foreign transfer to a given 
location
(i) Negatively motivated desire for change Refers to frustration with the previous 
position held and a difficult employment 
situation in the home country
(ii) Professional development Refers to reasons such as prospective 
career opportunities, personal challenge 
or promotion within the organisation
(Hi) Interest in foreign cultures Refers to professional skills development 
o f increasing one’s intercuiturai 
competencies
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A priori-based  theme and sub-themes: 
SELECTION
Definition o f template and code
Absence of cross-cultural training Denotes a lack of organisational training 
support to train expatriates in host country 
cultural differences
(I) Intercuiturai self-preparation Refers to participant’s own assessment o f 
gathering knowledge on cultural 
differences in the host culture prior to 
departure
Language ability and communication 
problems
Denotes foreign language competencies 
and the ability to converse in the local 
language
(i) Language training provided by the 
Company
Refers to the level of foreign language 
proficiency and ability to communicate in 
the host country language
(ii) Other initiatives to learn a foreign 
language
Refers to the participant’s own efforts to 
learn the local language, beyond the 
training offered by their organisations, in 
order to acquire further language 
proficiency in the host country language
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A priori-based  theme and sub-themes: 
ACTUAL ASSIGNMENT PERIOD
Definition o f template and code
Inability of accompanying spouse or family 
to adjust
Denotes the trailing partner's difficulties in 
social integration due to developing 
relationships with host nationals
Expatriate manager’s adjustment 
difficulties with general adjustment
Denotes to the expatriate’s ability to fully 
adjust and immerse into the host culture 
during the actual assignment including 
acculturation and difficulties with living in 
the host culture
(I) Previous international experience Refers to terms o f prior cultural exposure 
and knowing about other cultures
Interaction adjustment Denotes expatriate’s social integration 
after developing relationships with host 
nationals
(i) Outsiderness Refers to the difficulty in social integration 
due to developing relationships with host 
nationals, and feelings o f being 
isolated/being a single woman abroad
(ii) Frequency o f home visits Refers to the possibility o f keeping in 
contact with family and friends during the 
actual assignment in the host country
Work adjustment Denotes adaptation to new job tasks and 
work roles in the host country working 
environment
(i) Organisational mentoring support Refers to formal mentoring support 
enhancing (work) adjustment during the 
time in the host country
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A priori-based  theme and sub-themes: 
REPATRIATION
Definition o f template and code
Lack of repatriation support Denotes expatriate manager’s 
dissatisfaction with repatriation practices
Receiving a career-enhancing job offer Denotes the organisation’s proposal to 
pursue a better position within the parent 
company -  or the opportunity for a better 
position with another organisation
Other reasons for return Denotes other factors leading participants 
to premature assignment termination
Coding Template with a priori-based theme, sub-themes and code definition guided by the three 
phases of the expatriation cycle (Reiche & Harzing, 2009)
Source: Based on field studies
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